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The Kingdom of Saudi Arabia (KSA) construction sector is an important industry and 
contributes approximately 20% of the GDP. It has been the most significant economic 
activity outside the oil sector. However, uncertainty, complexity, sustainability, climate 
change, and Saudi Arabia National Policy Plan 2030 are among the most important 
features of the current construction business environment in the KSA. As organisations 
try to meet these complex challenges, they need to be innovative. It is widely 
recognised that knowledge is an essential strategic resource for a firm to retain a 
sustainable competitive advantage. Although Knowledge Management (KM) has been 
widely practiced in the western countries, there is a little evidence in the KSA 
especially in the construction industry. Therefore, this research focuses on key KM 
strategies that the KSA construction organisations implemented en-route to 
organisational competitiveness. The findings are in the main, based on semi-structured 
interviews with 46 professionals from 30 construction organisations.  
The data analysis revealed that, the key initiatives implemented broadly under the 
umbrella of KM are: knowledge sharing initiatives, knowledge capturing initiatives and 
knowledge mapping initiatives. Furthermore, seven types of KM specific training 
strategies adopted in the KSA construction organisations. The single most important 
driver for managing knowledge is to improve cost savings. The key challenge for 
managing knowledge is capturing tacit knowledge. The KM strategies contribute to 
improved competitiveness on cost savings. Furthermore, a framework for managing 
knowledge is developed and validated. The study concludes that managing knowledge 
is an integrated and complex process. More effective knowledge-sharing within and 
across construction organisations is required. Therefore, the KSA professional 
institutions and construction industry should support and participate in the work of 
knowledge-sharing groups to address perceived risks and opportunities from new 
technologies and processes. The results do suggests that for effective implementation of 
KM strategies, there is an urgent need for KSA construction industry to develop and 
deploy appropriate KM related management training programmes. Leadership plays an 
important role in breaking down barriers in achieving KM strategies. This study has 
made significant contributions to knowledge since there is no previous research 
explored on KM programmes in the KSA construction organisations. Findings of this 
research are limited to the KSA construction industry context only, as such, the level of 
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CHAPTER 1 : AN INTRODUCTION TO THE STUDY 
 
 
This opening chapter discusses the background and justification for embedding 
knowledge management strategies within the Kingdom of Saudi Arabia construction 
sector. It also presents the research aim, objectives, and research questions. 
Furthermore, it highlights potential benefits of this current research. Finally, it presents 
the structure of the thesis. 
 
1.1 BACKGROUND OF THE RESEARCH STUDY 
 
The Kingdom of Saudi Arabian (KSA) construction is worth USD 25.3 billion and 
contributes approximately 20% of the Saudi Arabia GDP and continues to be, the most 
significant economic activity outside the oil sector (RnR Market Research, 2014, 
Timetric, 2014). This is particularly important in the Saudi Arabian construction sector 
as the Saudi Government is making huge investments in its attempt to move towards a 
knowledge-based society as highlighted in the vision 2030 of the Saudi Arabian 
National Policy Plan (Al Hussain et al., 2012).  
 
Alotaibi et al. (2013) state that large number of mega construction projects being carried 
out in the Saudi private and public sectors due to rapid economic growth of the KSA. 
However, uncertainty, complexity, sustainability, climate change, and Saudi Vision 
2030 are among the most important features of the current construction business 
environment in the KSA. There is also a shortage of skilled, experienced local engineers 
in Saudi Arabia, which is hampering the growth and development of the local 





The strict Suadization measures imposed across the industry resulted in large scale and 
acute shortage of skilled labour to meet the needs of the growing construction, causing 
delays in projects for which contracts had been awarded (Ventures, 2015). Therefore, 
for the KSA construction organisations, the creation of economic value by addressing 
the above issues now increasingly poses real profound strategic challenges. As 
organisations try to meet these complex challenges, they need to be innovative.  
 
It is widely recognised that knowledge is an essential strategic resource for an 
organisation to retain a sustainable competitive advantage. Therefore, managing 
knowledge has become significant for today’s organisations to meet changes and 
challenges. Specifically with respect to the construction industry, Yu et al., (2013) 
highlighted the complexity associated with the knowledge-intensive environments of 
the construction industry where cumulative identity of experiences and knowledge daily 
differ across engineers, projects and companies.  
 
Construction project activities are knowledge-intensive activities which place 
construction organisations in the position to find ways to manage their knowledge more 
efficiently and effectively (Rezgui et al., 2010). Thus studies have reported that the need 
for effective knowledge management (KM) in the construction industry by reusing and 
sharing knowledge to improve quality, reduce time and cost of project completion and 
ultimately improve competitiveness (Ahmad and An, 2008; Yu et al., 2013).  
 
Khuzaimah and Hassan (2012) pointed out that knowledge must be deliberately and 
consciously managed in a systematic manner to enable organisations to avoid repetition 
of costly mistakes, to achieve improved performance and reinvention of wheels. 




simple task and requires thorough planning and preparation. Due to the intrinsic 
characteristics of the construction industry that is highly fragmented and transient in 
nature, the success rate of managing project knowledge has been somewhat minimal 
(Egbu and Robinson, 2005).  
 
Knowledge is a vital resource for construction oriented organisations. In construction 
projects knowledge is scattered and the pool of knowledge could be lost if there is no 
proper channel for the knowledge created during the construction phase, for re-use on 
other projects (Kasimu et al., 2013). The knowledge can be divided in two categories, 
known such as tacit knowledge and explicit knowledge. Where, the tacit is normally 
defined as the personal knowledge which is difficult to formalise, written down, 
explained and described. In contrast of the tacit is the explicit knowledge which is 
easily to formalise and described, which means is easily transmitted between people 
(Nonaka, 1994).  
 
In the same vein Hariharan (2015) supported this view defining the tacit knowledge is 
normally managed by experts, due to its difficult nature to document and share with 
others. In broader perspective, Gerami (2010) also share the same opinion, pointing out 
that, this type of knowledge is normally in the peoples mind, obtained through their 
experiences.  
 
Contrasting with the tacit, explicit knowledge is a more formal and could be transferred 
and managed by words, numbers in different type of sources such as a books, manuals, 
journals, data bases and others (Steven, et al., 2010). However Suresh, et al., (2017) 
explained there are different forms of knowledge mentioning them as tacit, explicit, 




in the two common classifications. Shah et al (2014) established that, the tacit 
knowledge can be divided in two categories as a cognitive and technical. Where the 
cognitive is created by working models of the surrounding world, which the mind plays 
an important role because is who creates and manipulates all the interpretations.  
 
The cognitive elements can comprise paradigms, beliefs, and viewpoints which are used 
by the mind to creates pattern and perceive and define the environment. Nonaka (1994) 
points out that, a person recognise and interpret the surrounding environment through 
the patterns of the cognitive knowledge and the technical knowledge is based on of the 
know-how, abilities and techniques apply to a specific situation.   
 
McEvily and Chakravarthy (2002) acknowledge that the tacit knowledge it is specific 
and complex, due to once is developed inside the organisation start to generate long 
lasting advantage because this type of knowledge is too difficult to imitate. The 
organisation can expand their knowledge base through the application of existing 
knowledge in the company, along with the new one (Szulanski, 2003), allowing the 
organisation absorbs the internal and external knowledge and mix them with the pre-
acquired knowledge, and creates new one (Cohen and Levinthal, 1990).  
 
Even the explicit knowledge can be involved. This can be combined with the internal 
knowledge which may result in new and exclusive knowledge (Zack, 2002). Therefore, 
KM can be seen as a tool in order to enhance organisational performance with many 
academic and practitioners advocating the construction organisational benefits of KM 
including delivery of projects with quality, shorter design and production times, 
customer and staff satisfaction and market leadership (Carrillo and Chinowsky, 2006; 




In addition, Teerajetgul et al., (2009) emphasised that KM is in fact the formalisation of 
the admittance in the direction of experience, knowledge and expertise with the aim of 
creating new capacities, facilitate better quality performance, promote innovation, as 
well as improve customer worth. Kasimu (2013) acknowledges when experiences, in 
other words knowledge and skills are properly shared at the right time then the same 
problems in the construction project do not necessarily need to be solved constantly.  
 
Hislop (2013) define KM as an umbrella term which refers to any deliberate efforts to 
manage the knowledge of an organisation’s workforce, which can be achieved via a 
wide range of methods including directly, through the use of particular types of 
information and communication technology, or more indirectly through the 
management of social processes, the structuring of organisation in particular ways or 
via the use of particular culture and people management practices.  
 
Alavi and Leidner (2001) defined KM as the systematic process of acquiring, 
organising and communicating knowledge both tacit and explicit of organisational 
members so that others may make use of it to be more effective and productive. Within 
the construction industry context the KM process has been perceived as the combination 
of a series of activities for identifying, capturing, sharing and using knowledge (Suresh 
et al., 2017). Indeed, KM strategies can help to avoid the repetition of similar mistakes 
from previous work and therefore improve work efficiency. In other words, KM 
strategies can avoid additional effort, reduce the time spent and save money (Kamara et 
al., 2002).  
 
Various construction organisations in Kingdom of Saudi Arabia (KSA) are engaged in 




value chain. For successful KM implementation, it is essential for the KSA construction 
organisations to establish knowledge networks and develop an effective mechanism for 
knowledge mapping, capturing, and sharing (Swieringa and Wierdsma, 1992). 
 
Considering the prevailing and emerging political and economic conditions in the KSA, 
the Vision 2030 presents several upcoming opportunities for the growth and 
development of the country. Such opportunities also highlight the need for inculcating 
effective KM practices within the KSA construction organisations to enhance the skills, 
ability and knowledge among the employees to be able to take advantage of the growth 
opportunities increase their profitability and sustainability (Fakeeh, 2016).  
 
In this respect, the Vision 2030 emphasises three pillars, firstly, the position of KSA to 
be central to the Arabian and the Islamic countries; secondly, determination of the 
country to emerge as a global investment powerhouse and transform the unique 
strategic location of the country into an international centre that connects the three 
continents of Europe, Asia and Africa. The focus in these areas opens numerous 
opportunities of growth and expansion for the organisations, which can capitalise on 
such opportunities by harnessing knowledge among the employees (Shahin, et al., 2014; 
Fakeeh, 2016).  
 
Thus, KM is proved to be highly essential for the growth of construction organisations 
of the KSA (Whittom and Roy, 2009). Although KM has been widely practiced in the 
western countries, there is a little evidence in the KSA especially in the construction 
industry. Therefore, the aim of this research is to investigate key KM strategies the KSA 





For the purpose of this research, KM is defined as “a systematic and integrative process 
of coordinating the organisation-wide activities of mapping, capturing, and sharing 
knowledge by individuals and groups in pursuit of the major organisational 
sustainability goals and objectives”. Various construction organisations in KSA are 
engaged in the KM strategies for leveraging knowledge within the organisation and 
across the value chain. For successful KM implementation, it is essential for the KSA 
construction organisations to establish knowledge networks and develop an effective 
mechanism for knowledge mapping, capturing, and sharing. 
 
A key challenge for construction managers in the turbulent KSA business environment 
is cultivating commitment of knowledge workers to the organisational vision. 
Therefore, managers would need to facilitate the confidence of knowledge workers in 
acting on incomplete information, trusting their own judgments, and taking decisive 
actions for capturing increasingly shorter windows of opportunity. 
 
Nowadays, organisations employ KM as a part of their management strategies 
particularly, managing their tangible assets. Suresh et al. (2017) stated that construction 
organisations have been managing knowledge informally for years, but the challenges 
facing today’s industry mean that most organisations need a more structured, coherent 
approach to KM.  
 
The process of managing knowledge in the construction industry is not a simple task 
and requires thorough planning and preparation. Due to the intrinsic characteristics of 
the construction industry that is highly fragmented and transient in nature (Khuzaimah 
and Hassan, 2012), the success rate of managing project knowledge has been somewhat 




important in organizations that are driven by ISO certification requirements. ISO 9001: 
2015 was released in September 2015 which means that organizations have yet to apply 
the organizational knowledge clause. Wilson and Campbell (2016) work states that 
explicit and tacit knowledge are addressed by the ISO standards.  Draft BS ISO 30401 
Knowledge management systems was for public comments still 17th January 2018. It 
discusses the context of the organisation, leadership, planning, support, operation, 
performance evaluation and improvement. 
 
Von Krogh, et al., (2000) grouped KM impact on organisational performance into three 
broad categories: risk minimisation, efficiency improvement and innovation. Risk 
minimisation is closely linked to identifying and holding onto the core competencies 
that the organisation has. In most construction organisations, people have been 
recognised as key holders of valuable knowledge. KM can minimise the risk of losing 
valuable knowledge by identifying, locating and capturing what is known by individuals 
and groups of employees that is critical for organisations survival.  KM can also impact 
on people’s learning, adaptability and job satisfaction (Becerra-Fernandez, et al., 2004). 
For example, KM can facilitate employees’ creativity and group effectiveness through 
informal and formal socialisation. 
 
According to Butler (2000) KM strategies are depending on motives of the organisation. 
For the construction organisations these motives could be: controlled innovation and 
change, cost focused, cost reduction, do more with less, reduce rework, improved 
productivity, staff reductions, and better reward regimes. Therefore, construction 
companies need to pay greater attention to their knowledge base and the way they use 





For organisations to have the awareness of the opportunities and potential benefits from 
KM training is an important aspect. Twum-Darko and Harker (2017) in their work 
emphasized that training seems to be the catalyst for obtaining the buy-in from an 
organisational perspective, i.e. that an organisation at its inception is achieved through 
training as the first step toward formalising knowledge sharing processes. Furthermore, 
Yeung et al (2016) illustrated the use of narratives to educate novices to learn from the 
past in a safe environment in the construction industry from where narratives for lessons 
learnt are costly and limited, as they are constructed from the occurrence of accidents. 
Although KM has been widely practiced in some countries, there is a little evidence in 
the KSA especially in the construction industry about training. 
 
The aim of training is to change behaviour at the workplace in order to stimulate 
efficiency and higher performance standards (Cowling and Mailer, 1990).Training 
ensures the systematic development of the attitude, knowledge and skill behaviour 
pattern required by an employee in order to perform a given task adequately. Training 
programs yield many direct benefits such as enhanced problem-solving skills, a more 
competent and efficient workforce, fewer recruitment problems in obtaining qualifies 
employees and fewer problems with employee relations. 
 
Tacit knowledge is more difficult to formalise, impart, exchange, or purchase because it 
resides in peoples’ beliefs, experiences, values, organisational routines, and institutions 
(Huseman and Goodman, 1999). For example, in construction site safety, safety hazard 
recognisation is an important actualisation of tacit knowledge. Safety hazard knowledge 
is considered a tacit knowledge because it relies on the safety engineer’s experience. 
Training is an area of Human Resources Management that deals with what people know 




Lindstaedt and Zimmerman (2006) noted that most learning issues are dealt with by the 
human resources department, that’s not necessarily the best department for this 
function, company-based learning needs to be embedded in business needs, so when a 
company changes its processes or procedures, the employee-training required to execute 
the changes develops in parallel. This kind of training can be provided within the main 
physical location of a company. Ideally, the main goal of internal training is to enhance 
the tacit knowledge that is the experimental knowledge of employees.  
 
Yeung et al (2016) developed a training mechanism based on narratives.  This was 
implemented for a statutory body in the construction industry in Hong Kong. It was 
based on narratives related to the falling of a person from height. The tacit knowledge 
of employees is particularly useful in addressing issues like identification of  hazards, 
identification of waste sources, minimisation of waste, the management of emergency 
situations, managing relation with community, the development of preventive solutions, 
to name a few. It is therefore not easily codifiable and cannot be communicated or used 
without the individual who is the “knower”. Tacit knowledge also tends to be sticky in 
nature. Von Hippel (1994) defined stickiness as the incremental expenditure involved in 
moving knowledge in a form that is useable and easily understood by the information 
seeker. According to Von Hippel, stickiness for the knowledge supplier comes from the 
tacitness of the knowledge that has to be shared, whereas absorptive capacity 
(organisations’ or individuals ability to learn from external sources) creates stickiness 
for the knowledge user. Therefore, tacitness of knowledge is a natural barrier to the 






Many construction organisations are now engaging in KM in order to leverage 
knowledge both within their organisation and externally to their shareholders and 
customers. The Rethinking Construction report – “Respect for people: A framework for 
action” (Rethinking Construction, 2002) recommended that every firm and project 
should review it’s induction training, so that the whole workforce receives details of 
organisational structure, immediate and long term aims, an explanation of standards and 
practices, rewards and penalties, and is provided with support through an effective 
mentoring approach.  
 
Hughey and Mussnug (1997) noted that the underlying aim of all employee training is 
to increase efficiency. Mathieu et al. (1992) stated that individuals rely on training to 
improve their current skills and to learn new skills. It is necessary to understand the 
difference between training and education prior to the need for training in KM 
initiatives in the construction industry (Bordeianu, 2015). In distinguishing training 
from education, Morris (1971) considers training as the “use of specific learning, often 
with the use of techniques that can be identified and continually improved”. For 
education, he noted that it is “a broader process of personal change in abilities and 
attitudes which may take place independently of its application of work”. 
 
Hari et al., (2005) defines training as teaching (a person or animal) a particular skill or 
type of behaviour through regular practice and instruction. The operational definition 
for training in this study adopts Armstrong’s (1996) definition, which purports that 
training usually refers to learning a specific task or job, the skills and behaviours of 
which are specifically defined, whereas development is an ongoing process involving 
changing people. This implies that training is more of a mechanistic process, which is 




centred (Fryer, 2004). It is important to note this distinction in order not to use the terms 
interchangeably resulting in confusion.  
 
Anecdotal evidence and empirical results (Curran and Stanworth, 1981) suggest that the 
lack of training in firms hinders growth. By reading a document or manual about their 
jobs and the organisation, and by reflecting upon it, trainees can internalise the explicit 
knowledge written in such documents to enrich their tacit base (Nonaka and Toyama, 
2003).  
 
Thiry (2004) suggests that training programmes are embedded into a complex context 
where cultural and competitiveness issues are often at odds with each other. Ulrick 
(1997) suggested that organisations need to be able to capture the tacit knowledge of its 
employees and to do this effectively; it is argued that management needs to involve and 
engage employees fully in the activities of the organisation. 
 
Critical review of literature revealed that there are a number of challenges facing the 
Saudi construction organisations. For instance, researchers, such as Fass et al. (2017), 
Jannadi and Bu-Khamsin (002) and Assaf and Hejj (2006), found ‘construction safety’ 
where Baxter (2014), Alkharashi and Skitmore (2009), and Aburas (2011) identified 
‘resource constraints’, ‘budget overrun’, ‘rush up projects’, and ‘project delay’, and 
‘inefficiency’ are some of the common characteristics of Saudi construction 
organisations.  
 
To respond to these challenges, Fernie et al. (2003) stress that knowledge management 
between different context is viewed as an essential source of sustainability of the 




sharing at three different levels are at an individual level (lack of communication skills, 
social networks, difference in network culture, an overstress position structures, time 
constrains, and trust), at an organisational level (resources constrains, economic 
viability, lack of human resources management, physical environment) and at 
technological level (resistance to technological change, unrealistic expectations of IT 
systems, integrating, problems in building IT platform, and updating the IT system 
regularly).  
 
The development of the research work started with the literature review. The review of 
literature involved background study on KSA construction industry and varied areas of 
knowledge management. This resulted in the development of research aim and research 
questions. 
 
1.2 RESEARCH AIM AND OBJECTIVES 
 
The aim of this research is to investigate how the KSA construction organisations 
implementing KM strategies en-route to organisational competitiveness. The specific 
objectives are: 
1. To explore and document the key drivers for implementing knowledge 
management  strategies in the KSA construction industry 
2. To investigate and document the key knowledge management strategies that are 
currently being implemented in the KSA construction industry. 
3. To critically appraise and document the key knowledge management related 




4. To critically appraise and document the main challenges associated with 
implementing key knowledge management strategies in the KSA construction 
industry. 
5. To explore the extent to which knowledge management strategies contribute to 
competitiveness of the KSA construction industry. 
6. To develop and validate a framework for managing knowledge for the benefit of 
KSA construction organisations. 
  
1.3 RESEARH QUESTIONS 
 
 
A set of research questions were developed through a review of the existing literature to 
guide the research. Hence, the research study sought to collect descriptive data to 
answer and examine the following research questions: (see Table 1.1) 
 
Overall research questions are: 
1. What are the key drivers that have fuelled the need for managing knowledge 
within the KSA construction organisations? 
2. What are the key KM strategies currently being implemented in the KSA 
construction organisations? 
3. What are the current KM specific training strategies adopted in the KSA 
construction organisations? 
4. What are the future KM specific training strategies adopted in the KSA 
construction organisations? 
5. What key challenges do KSA construction organisations face in implementing 
knowledge management initiatives? 
6. To what extent do knowledge management strategies impact on competitiveness 




Table 1.1: Traceability matrix of research objectives, research questions and chapter addressed 
Sl. 
No. 




To explore and document the key drivers for implementing knowledge management  
strategies in the Kingdom of Saudi Arabia construction industry 
RQ1 
 
What are the key drivers that have fuelled the need for managing 
knowledge within the KSA construction organisations? 
Chapter 5 
RO2 
To investigate and document the key knowledge management strategies that are currently 
being implemented in the Kingdom of Saudi Arabia construction industry. 
RQ2 
What are the key KM strategies currently being implemented in the 
KSA construction organisations? 
Chapter 6 
RO3 
To critically appraise and document the key knowledge management related training 
strategies adopted in the KSA construction organisations. 
RQ3 What are the current KM specific training strategies adopted in the 
KSA construction organisations? 
Chapter 7 
RQ4 What are the future KM specific training strategies adopted in the 
KSA construction organisations? 
RO4 
To critically appraise and document the main challenges associated with implementing key 
knowledge management strategies in the Kingdom of Saudi Arabia construction industry. 
RQ5 What key challenges do KSA construction organisations face in 
implementing knowledge management initiatives? 
Chapter 8 
RO5 
To explore the extent to which knowledge management strategies contribute to 
competitiveness of the Kingdom of Saudi Arabia construction industry. 
RQ6 
To what extent do knowledge management strategies impact on 




To develop and validate a framework for managing knowledge for the benefit of KSA 
construction organisations. 
Framework Chapter 10 
 
Legend:  
RO = Research Objective 












1.4 BENEFITS OF THE STUDY 
 
The study will be of benefit to individuals, managers and directors of construction 
organisations. The results of the study will: 
 Assist construction organisations in capturing, retaining and sharing knowledge. 
It will help in delivering the “right/appropriate knowledge” to the right person at 
the right time. 
 Reduce reinventing the wheel and the repetition of mistakes. 
 Increase awareness and adoption of KM strategies as it could lead to 
improvement in an organisation’s effectiveness and efficiency in its business 
activities. 
 Improve KM processes, communications of best practices in knowledge 
management, and through efficiency gains in this regard. 
 Assist decision makers to identify and implement key KM strategies for the 
benefits of construction organisations. 
 The developed assessment framework provides broader guidance for 
organisations to implement KM initiatives into day-to-day practices. The 
framework could also help decision makers to craft and deploy key strategy to 
improve competitiveness. Even though the framework which has been 
developed and validated with experienced professionals, it has not been tested 
within an organisation. 
  
Some of the outcomes of the current study have already been published in three 
internationally peer reviewed journal paper and seven referred international conferences 
papers attended by academics and practitioners. This research has therefore contributed 





1.5 SCOPE AND LIMITATIONS OF THE STUDY  
 
The empirical scope of this study is limited to KSA construction sector organisations. 
The unit of analysis adopted for this study is the ‘organisation’ and the embedded unit is 
‘individual employee’. Therefore, this study does not report the differences between 
private and public sector or micro enterprises, small and medium-sized enterprises’ and 
large organisations approach to KM.  
 
The research reported in this study is largely exploratory in nature. This is because of 
the inductive nature of the methodology adopted. The goal of this research is to answer 
the research questions rather than testing hypothesis. Additional research with more 
elaborate and articulated designs is therefore called for, to further explore the complex 
relationships with implementing KM strategies for improved competitiveness. 
 
A framework for managing knowledge for the benefit of KSA construction 
organisations is developed and validated. Even though the framework which has been 
developed and validated with experienced professionals, it has not been tested within an 
organisation.  
 
1.6 STRUCTURE OF THE THESIS 
 
The thesis has been organised in a logical manner in order to enable the reader to gain 
insight and understanding of how the key research objectives and research questions 
have been achieved. The layout of the thesis is in a logical sequence, commencing with 
the introduction to the study in chapter 1 to the conclusions and recommendations in 





The structure is as follows: a review of literature was conducted at each stage to enable 
a better understanding of the research topic of the current study. This forms the basis of 
the study and allows for developing research questions. Furthermore, research 
methodology employed for this study is discussed. Semi-structured interviews with 
directors, advisers and managers responsible for embedding KM strategies within the 
KSA construction organisations were collected for the study. Results of the qualitative 
data analysis are reported. 
 
Chapter 1 – explains the background and justification for the study. Then it discusses 
the research aim, objectives and research questions. Also it highlights the potential 
benefits of the study, scope and limitations of the study and gives a brief overview of 
the other chapters. 
 
Chapter 2 and 3 – reviews the relevant literature on varied areas of KM and human 
resources issues. A thorough review and analysis of the relevant literature helped to 
identify research gaps.  
 
Chapter 4 – discusses the research methodology that is used to empirically investigate 
the research aim and objectives. The chapter also discusses why a qualitative 
methodology was adopted. Furthermore, the sample size chosen for the study has been 
explained.  
 
Chapter 5 – discusses the drivers for managing knowledge in the KSA construction 
organisations. The results discussed in this chapter are based on qualitative data. 
Overall, chapter 5 addresses objectives 1 of this study. Finally, chapter 5 concludes with 





Chapter 6 – primarily reports on the KM strategies that have been implemented in the 
KSA construction organisations. The results discussed in this chapter are based on 
qualitative data. Overall, chapter 6 addresses objectives 2 of this study. Finally, chapter 
6 concludes with a summary.  
 
Chapter 7 – primarily reports on the KM related training strategies that have been 
implemented in the KSA construction organisations. The results discussed in this 
chapter are based on qualitative data. Overall, chapter 7 addresses objectives 3 and 4 of 
this study. Finally, chapter 7 concludes with a summary.  
 
Chapter 8 – explores the key challenges for implementing KM related strategies in the 
KSA construction organisations. The results discussed in this chapter are based on 
qualitative data. Overall, chapter 8 addresses objectives 5 of this study. Finally, chapter 
8 concludes with a summary.  
 
Chapter 9 – reports on the contribution of KM strategies on the competitiveness 
variables. The results discussed in this chapter are based on qualitative data. Overall, 
chapter 9 addresses objectives 6 of this study. Finally, chapter 9 concludes with a 
summary. 
 
Chapter 10 – discusses the development of a framework for managing knowledge for 
the benefit of organisations. The findings from the previous stages of the research study 
were taken into consideration in the development of the framework. Finally, chapter 10 






Chapter 11 – focuses on the conclusions and recommendations drawn from this study. 
It summarises the key findings of this research and also provides recommendations for 




CHAPTER 2 : A REVIEW OF LITERATURE RELATED 




This chapter presents a thorough review of literature in the area of knowledge management 
(KM). Key drivers, key KM initiatives, key challenges associated with managing knowledge, 
and the impact of KM initiatives on organisational competitiveness is discussed. This chapter 
concludes with a summary. 
 
2.2 UNDERSTANDING KNOWLEDGE MANAGEMENT 
 
Managing knowledge effectively in an organisation to gain sustainability had been a central 
issue for the management researchers and professional for decades (Easterby-Smith, 2011; 
Hussain et al. 2004). The emergence of the knowledge management (KM) became inevitable 
in the age of globalisation and information and communication technology (Uden et al. 2014; 
Malhotra, 2000) as a business organisation has to perform in a highly competitive 
environment (Perumal, 2006).  Nowadays KM has become a principal area of strategic 
management philosophy (Edvardsson, 2008) which is widely practiced by the organisation to 
develop, share and apply knowledge to the company to gain sustainability in a competitive 
environment (Petersen and Poulfelt, 2002).  
 
Researchers such as Evans (2003); Currie and Kerrin (2003); and Carter and Scarbrugh 
(2001), tried to find out the impacts of human resources management practices on KM 
implication and revealed that creating a learning culture is a heart of the KM and one of the 




(2012) and Little et al. (2002), the implementation of KM impacts largely in HRM practices 
as one of the key factors in the growth of interest in KM in the 1990s was rediscovery the 
employees have skills and knowledge that are not available to (or “captured” by) the 
organisation. Therefore, a particular focus will be paid to analyse the impact of HRM 
practices on KM implication in this literature review. This literature review sets out, first, 
critical review of current frameworks for KM Practices; second, reviewing of HRM practices; 
and finally, reviewing of research in the impact of KM practices on the competitive 
advantage.   
  
 
2.2.1 Understanding Knowledge 
 
Even among specialists, there is no concurred meaning of KM. One purpose of the absence of 
such agreement stems from the fact that individuals working with KM come from an 
extensive variety of disciplines, for example, sociology, psychology, strategy, management 
science, organisational science, engineering, etc. In any case, most of the definitions take an 
exceptionally pragmatic approach to knowledge, and are comparable to this single issue, i.e. 
how knowledge can facilitate organisational efficiency (World Bank, 1998). In general, this 
term is used heavily to allude to a wide range of customs, approaches, methodologies and 
practices identified by producing, obtaining and spreading knowledge significant to the 
operations of an organisation (Hlupic et al., 2002). 
 
Additionally, there is an absence of widespread agreement about the meaning of knowledge 
itself. Some consider knowledge as a product that can be put away for future and made 




and communal by nature. Thus, the authors like Hunter et al. (2002) and Hustad (2004) 
mentioned that the need for separating the ideas of information, data, implicit knowledge and 
explicit knowledge has been given specific significance. Busch (2008) mentioned that data 
can be seen as real, raw material or signs without any significance. Information is the data 
identified with other relevant data that is processed into organized and utilitarian forms inside 
a framework, and has importance and specific meaning– for instance, customer database or 
indexes (Pivert and Zadrozny, 2014). 
 
According to Becerra-Fernandez and Sabherwal (2015), basic and widespread categorization 
of organisational knowledge is made with respect to the explicit-implicit aspect of 
knowledge. In such categorization, Liebowitz (2012) states that explicit knowledge is thought 
to be objective, proper and empirical. Tatnall (2013) explained that it could be communicated 
clearly in numbers, words and details. Consequently, explicit knowledge can be exchanged 
through proper and precise techniques as official articulations, principles and methods. Thus, 
explicit knowledge is anything but difficult to organize or arrange systematically and classify. 
 
Choo (2006) defined implicit knowledge as, by difference, is situational, based on or 
influenced by personal feelings, tastes, or opinions, and closely attached to the individual's 
experience. Oncioiu (2013) further added to the definition to the implicit knowledge that 
giving implicit knowledge a formal status, documenting it and conveying it to others is really 
hard. Experiences, instinct, convictions, individual aptitudes and specialty to tackle an 
intricate issue are cases of implicit knowledge. Explicit knowledge and implicit knowledge 
are strongly interconnected, so a bisecting diagram is hard to sketch in reality (Hunter et al. 
2002; Daft 2001). As Kluge (2001) stated, “A sophisticated recipe is meaningless to someone 




some legal training”. In order to comprehend a composed document (explicit) completely, it 
frequently requires a lot of experience (implicit).  
 
Due to the dissimilar characteristics of explicit and implicit knowledge the KM procedure 
differs for these two sorts of knowledge. With a view to enhancing the utilisation of ICT in 
KM, specifically, in knowledge re-utilisation, Lynn Markus (2001) begins an earnest attempt. 
She considers knowledge construction as given (as in examination and advancement of a new 
product). Consequently, her endeavours are totally of explicit knowledge nature. However, 
she splits the KM procedure into distinct the phases: documenting knowledge, packaging 
knowledge, distributing knowledge and re-using knowledge. 
 
 
Figure 2.1: Knowledge management process (Explicit and Tacit) 
Source: Markus (2002) and Daft (2001) 
 
As per Markus (2002), Documenting or capturing knowledge can take place in no less than 
four ways. (1) Capturing the knowledge can take place in an arrangement; which is provided 
by persons responsible for leading or coordinating the work of a group using conceptualizing 




frameworks. (2) Capturing can be an aloof by-product of the working procedure of effective 
groups, which naturally produce documents of their casual electronic correspondences that 
can be sought later. (3) It can include an intentional tactic for later re-utilisation, for example, 
construction of an information stockroom, specialist help documents. (4) Capturing the 
knowledge can take place by making organized records as a component of a purposeful 
knowledge re-uses policy.   
 
Specific knowledge pushing, particular meetings and after action re-evaluation are included 
in an effective distribution of knowledge. Knowledge dissemination can be passive as 
sending mass mail, pamphlets, or creating a notice board. Lynn Markus partitions utilising 
knowledge into recollect (that data has been reinstated, under which categorization, and in 
what place) and recognition (that the information is really applying the knowledge, and 
addresses the client's issues). Packaging knowledge is a procedure of selecting, cleaning, 
organizing and designing documents in accordance with a sorting plan. The implicit 
knowledge management procedure has less part than the explicit one. McAdam and Reid 
(2001) suggested that, for employees, knowledge management can mean expanded the 
independence and inherent advantage of expanded learning. They indicated that the 
advantage of KM was to deliver commercial value for the client, expanding modernization. 
Thus, an alternate model of knowledge utilisation is given by McAdam and Reid (2001).  
 
In the knowledge utilisation phase, it is regularly disclosed that a certain sort of knowledge is 
not accessible or that particular knowledge is outdated. Usually, that would imply that new 
knowledge must be created (knowledge creation). Likely no organisation begins at square 
one, as it already has knowledge that is holding up to be disseminated and utilised. 




phase might be found, prompting changes in the packaging of knowledge. Solid arrows in 
Figure 2.1 demonstrate the essential stream heading while the dotted arrows demonstrate the 
most recursive streams. The repetitive arrows demonstrate that KM is not a straightforward 
chronological process. The utilisation of implicit knowledge is like that of the explicit one 
deciphered by McAdam and Reid. Dissemination of implicit knowledge has been most 
effectively accomplished by groups of practices, dialog, gatherings, casual conversations, 
meetings, apprenticeship, lectures and leadership. It is true that the knowledge creation 
procedure is alike in both the cases. But primary chronological contrasts lie in the 
dissemination of knowledge.  
 
2.2.2 Definitions of KM 
Table 2.1: Different perspectives on KM definitions from literature review  
Davenport (1994) “…is the process of capturing, distributing, and effective using 
knowledge.” 
Duhon (1998) “…is a discipline that promotes an integrated approach to 
identifying, capturing, evaluating, retrieving and sharing all of an 
enterprise’s information assets. These assets may include 
databases, documents, policies, procedures and previously un-
captured expertise and experience in individual workers.” 
Skapinker (1999) “…using the ideas and experiences of employees, customers and 
suppliers to improve the organisation’s performance.” 
Clark, Coakes, Clarke 
(2005) 
“…the process necessary to capture, codify, and transfer 
knowledge across the organisation to achieve competitive 
advantages.” 
McElroy (1999) “…is a management discipline that seeks to enhance 
organisational knowledge processing.” 
Tiwana (2000) “…management of organisational knowledge for creating 
business value and generating a competitive advantage.” 
Pan, Newell, Huang, 
and Galliers (2001) 
“…involves a range of processes including creating, sharing, 
integrating, storing, and reusing knowledge.” 
Bhandar, Pan, and Tan 
(2007) 
“…process through which relevant knowledge is combined, 





From the above table, various scholars defined KM from different perspectives. The 
definitions are somehow changed over the period. For examples, the scholars, Davenport 
(1994) and Bhandar et al. (2007) stressed in the process view in their definitions of KM, 
whereas researchers like Skapinker (1999), McElroy (1999) and Tiwana (2000) emphasised 
on the application of the knowledge in the KM definitions.  From the analysis of the various 
definitions provided by the scholars it has been found that KM is a complex process 
comprises of developing, creating, innovating, integrating the existing knowledge; preserving 
and disseminating that within the organisation to obtain sustainability.         
 
Brief Historical Milieu 
The researchers, Deloitte, Touche, and Tohmatsu (1999) identified some of the crucial 
developmental phases of KM which have been flourished throughout the history of mankind. 
The phases are briefly described as follows:  
Industrial Era: 1800s 
History of KM dated back to the industrial era in the 1800s where organisation started to 
think everything including management scientifically.  
Transportation Technologies: 1850s   
In this period, people started to think to make different types of transportation including 
automobiles, rail transports and ships in the 1850s and focused on knowledge management.  
Communications Era: 1900 
With the innovation of the new way to communicate with the mass people through telegraph, 
telephone, radio and later on television organisation started to manage knowledge in their 
organisation.  




Knowledge management has started with the history with the computerisation in the 1950s. It 
is also considered as the era of modern computing technology.  
Visualisation Era: 1980s 
In this visualisation era, organisation applied their knowledge in data visualisation 
techniques. Which is one steps ahead in the knowledge management?  
Personalisation and Profiling Technology Era: 2000 
In this era early efforts at personalisation and profiling technologies beginning in the year 
2000 which has emerged processing of the knowledge.  
Different Phases of KM  
According to Koening (2012) identified three different stages, information management, HR 
and corporate culture, Taxonomy and Content Management, in the development of the 
knowledge management. Followings are the brief explanation of the three different stages:  
 First Phase: Information Technology 
Indeed the notion of KM mainly shaped by information technology (IT) which has been 
described an equation metaphor as “by the internet out of intellectual capital” by Koening in 
2012. According to McGraw and Harrison-Briggs (1989) knowledge-based system emerged 
with the key development of information technologies (IT) as IT focuses on the capturing 
experts knowledge on the diskette, audio visual tutoring systems. The authors further 
explained knowledge management is gathering complex information, familiarising the 
domain, analysing and design. Besides capturing knowledge, must hold the elements of 
translations into the code, tested them and refined. The design and development of the 
knowledge-based systems which gave a birth of a new discipline called knowledge 
management.  Thus like the knowledge-base system the aims of the knowledge management 
is to capture, validate and following the technology-mediated distribution of precious 





Knowledge management appeared in the book formal and appeared as an integral part of 
management philosophy at the beginning of 1990. Since it became available to the 
management professionals and practitioners, the popularity of KM picked up momentum.  
Prusuk (1999) traced the early practitioners of KM and mentioned that the company 
McKinsey was one of the first implementers of KM in their organisation where Earnest and 
Young arranged the first conference on KM in Boston in 1992.   
 
 Second Phase: HR and Corporate Culture 
The second stage of KM appeared when the organisation first realised harnessing information 
technology in their firm is not sufficient enough to sustain in the tough competitive 
marketplace further to knowledge sharing, human and cultural dimensions of the organisation 
are needed to be acknowledged (Koening, 2012). Organisation understood that successful 
implementation of KM required significant changes in the corporate culture. Two principals 
ideas, learning organisation by Senge (1990) and tacit knowledge by Nonaka and Takeuchi 
(1995) structured KM as a discipline.   
 
 Third Phrase: Taxonomy and Content Management  
The third phrase emerged when firm realised the importance of content and irretrievability of 
content. This phase emphasised the enterprise content management and content management 
had become a dominant track.  However, Dalkir, (2011) summarised some of the early 







2.2.3 Different KM School of Thoughts 
The scholars, Bray (2007) and Robbins (2006) mentioned the discipline KM exists in a 
various school of thoughts.  With the development of KM as a discipline, there are a number 
of schools of thoughts surround both the theory and practices of KM. Followings are some of 
the school of thoughts in KM.  
 
Techno-centric: The researchers, Alavi and Leidner (1999); Rosner, Grote, Hartman, 
Hofling and Guericke (1998) explained knowledge management is more techno-centric 
concentrates on technology which enhance the knowledge development and sharing.  
 
Organisation-centric: The authors like Addicot, McGivern, Ferlie (2008) explained KM is 
related to the organisation as an organisation can design, process and facilities the knowledge 
in a best possible way. Russ, Fernando, Naveda (2010) explained different dimension  of 
knowledge management and its implications as KM is much needed for the organisational 
learning, environment, relationships, Lucas of control, organisational network, deciding 
organisational boundaries, making strategy, formulating a business model, and 
entrepreneurship.  The author further established close relationships between the KM strategy 
and other business strategies like HR strategy, innovation strategy, supply chain strategy, 
quality strategy, marketing strategy, environmental strategy, and MIS strategy.  
 
Ecology-centric: Bray (2007) and Carlson, Marcu and Okurowski (2001) mentioned that 
KM is more ecological centric with a principal focus on the interaction of people, identity, 






2.3 KEY DRIVERS FOR KM 
 
Buono and Poulfelt (2005) explained some of the key drivers of KM from the theoretical and 
empirical perspectives.  From the theoretical perspective key KM drivers are integrating, 
productivity, creating, transferring, measuring, retaining and reflecting (table two). On the 
other hand, empirical perspective, key KM drivers are meeting rooms, colleagues, seminars, 
technology, physical structures, manuals and physical workplace. From the theoretical 
perspectives, KM drivers can be conceptualised in an endless ways. According to Orlikowski 
(2002) the different approaches to outcomes and key KM drivers have been, and still are 
being, applied to establish ever more complex conceptualisation that seek to illustrate or 
grasp the essence of KM. For example, Buono and Poulfelt (2005) mentioned that KM more 





Table 2.2: Key drivers for KM: Theoretical Perspectives 
Outcome/Context Unit Relation Knowledge 
Integrating Rules, Routines Job 






Productivity The Physical and social 
environment of the 
workplace 
  
Creating  Organisational forms      
Communities of practice; 
Group work Incentive 
systems; Mentoring 









Transferring  Technology culture, 
Rewards    Leadership  
Measurement   Social 
Ties 
Relations, knowledge 




Measuring  Methods and models   
Retaining  Incentives   
Reflecting Mapping internal 
expertise 
 Social Process 
 





2.4 CHALLENGES FOR KNOWLEDGE MANAGEMENT  
 
Knowledge is a major economic challenge for the modern business world. 
Consequently, effective knowledge management has become a vital issue for 
organisations (Remus, 2012).  Managing knowledge requires a strategic dedication, 
involves the proper study of knowledge, expertise and technology in the organisation, 
and integrates a variety of well-adapted tools. The Success of any innovative business 
largely lies in creating, capitalising and sharing knowledge (Reinhardt, 2004). In the 
way of managing knowledge effectively and successfully today’s managers face 
numerous challenges.   
 
Establishing and ensuring security measures 
In order to make KM system efficient and fruitful, information that are considered 
sensitive should be safeguarded from unauthorised users; at the same time, easy access 
should be ensured to the users with appropriate identification and qualification 
(Reinhardt, 2004). As a result, ensuring an exact level of security measures in the KM 
system is considered as one of the prime challenges for managing knowledge. 
 
Motivating people 
Motivating people for sharing knowledge has always been a key challenge for 
managing knowledge effectively. Long, Liu and Liu (2012) deploying a KM system 
where people are not interested in sharing knowledge is of no use. The culture within an 
organisation plays an important role to inspire people in this regard. Technology cannot 







Leaders and managers should develop an environment within the organisation that 
motivates people to learn, share, and improve knowledge.  
Advancing at the same rate as technology 
Transferring information swiftly and efficiently is an important issue in knowledge 
management. The way and means of dispensing knowledge hugely affect the outcome 
of a knowledge management system as well (Reinhardt, 2004). Therefore, it has always 
been a challenge for managing knowledge to structure KM system with quick, smart, 
responsive, and advanced technology, and thus keep up with technology. 
Evaluating knowledge 
Knowledge is generally originated and obtained from human affairs, interaction and 
experience. Consequently, it can be evaluated in terms of qualitative measures and is far 
more complex to quantify (Firestone and McElroy, 2004). Therefore, while measuring 
knowledge, managers should concentrate on shared purpose of information instead of 
endeavours and results. 
Conquering shared leadership 
The Knowledge management system generally gives employees a right or opportunity 
to express a choice or opinion. KM lets other people come out as a leader of an 
organisation, which in turn can occasionally cause internal disagreement and clash (Lee 
and Ahn, 2007). 
Ensuring data accuracy 
With knowledge management, there always remains a challenge to keep the information 
accurate and up to date by removing erroneous and obsolete ideas. Before harvesting 







produced by a group of an organisation (Reinhardt, 2004). Dalkir (2005) mentioned that 
knowledge management ensures data accuracy and help management to make a 
decision in real time.  
Standardising information effectively 
In order to make information meaningful and useful to other people in the organisation, 
data generated by individuals or groups may require mapping or standardisation and the 
scholars like Pauleen and Murphy (2005) and Zhou and Li (2012) figured out that 
standardisation of information to adjust to local markets has been a key challenge for 
knowledge management.  
Ensuring information relevancy 
In the quest for making information valuable and useful to people inside the 
organisation, driving them towards the overall organisational goal successfully, 
knowledge management system should provide information with appropriate raw-data 
and reference that support and precisely answer the questions being asked by the user 
(Keyes, 2006). Thus, ensuring data relevancy has become a key challenge to avoid 
overloading users with misleading, pointless, and superfluous data. 
Determining where knowledge management should reside 
Organisations need to resolve what drives its knowledge sharing actions and who will 
be in charge of keeping the system up (Reinhardt, 2004).  In this way, organisations 
need to decide which department KM should fall under - HR, IT, or communications. 
For example, Talet and Mansour (2011) studied impacts of lack of knowledge sharing 
during project progress and revealed that many projects failed because of lack of 
knowledge among the project team. Therefore, gathering the right knowledge and right 







Rewarding dynamic people 
With a view to encouraging dynamic people who contribute to an information database, 
organisations should reward them with recognition of their participation. Such 
rewarding culture will not only inspire them to continue contributing but will also 
encourage other people to join (Lee and Ahn, 2007; Dalkir, 2005). 
 
2.5 BENEFITS OF KNOWLEDGE MANAGEMENT 
The authors Santosus and Surmaz (2001) recommend that a ‘creative approach to 
knowledge management can result in improved efficiency, higher productivity and 
increased revenues in practically any business activity’. Kerr (2003) tried to identify the 
rationale for introducing knowledge management in the organisation and revealed seven 
reasons and these are (i) today’s organisation are driven by innovation; (ii) consistent 
changes in inter-organisations enterprises due to mergers, acquisition and takeover; (iii) 
networked organisations and the need to coordinate geographically dispersed groups; 
(iv) rapid development of the product and market diversification; (v) competitive 
marketplace due to globalisation; (vi) technological impacts on business such like e-
commerce; and (vii) knowledge transfer due to staff mobility especially in the 
multinational corporation.   
 
The author Hokkanen (2002) stressed that every organisation can benefit from its 
people learning, sharing, collaborating, innovating, and reusing. KM can pick up 
aptitude of an organisation to attain growth. KM streamlines the problems, ideas, 
information, and operation towards the overall goal of an organisation, and thus drives 








Lengnick-Hall and Lengnick-Hall (2003) mentioned that consistent development in the 
information technology poses challenges to business and organisation can seize 
competitive advantages by deploying knowledge management in their organisation. 
Economist Intelligence Unit (2005) conducted a survey and revealed that effective 
knowledge management can help an organisation to gain competitive advantages as it 
improved customer relationships, better visibility of internal business processes and 
performance, faster and sound decision making, more effective product and service 
development, smoother collaboration across teams and departments, greater 
customisation of product and services, improved compliance, improved corporate 
governance, better corporate security, improved employee loyalty and retention.   
Improved customer relationships 
Speed and accuracy have remained vital to maintaining customer relationships along 
with customers’ loyalty. The Speed of execution is an alternate critical differentiating 
factor among contenders. All other things being equivalent, the organisation which can 
deliver quicker will win. Gebert et al. (2003) state that knowledge management focus 
on information is imparting, reuse and development can fundamentally decrease time to 
deliver an item or service to a client. Economist Intelligence Unit (2005) pointed out 
from its survey results that almost 65% business organisations believed that effective 
knowledge management has improved their customer relationships which have 
contributed substantially to the customer loyalty. Accenture (2011) revealed that 
organisations can optimise customer service through knowledge management by 
delivering fast and efficient services. Because knowledge management can only analyse 
the customers’ needs and help management to achieve customers’ satisfactions which 







Better visibility of internal business processes and performance  
Whelan and Carcary (2011) mentioned that strategies, instruments, layouts, procedures, 
and cases are the building pieces supporting reusable methodologies and techniques for 
an organisation and utilising these consistently make work more efficient, enhances 
quality and organisations can improve its visibilities by effective knowledge 
management. Economist Intelligence Unit (2005) revealed that almost 46% 
organisations believed that effective knowledge management improved the visibility of 
the internal business process and performance.   According to the author Schiuma 
(2012) management of knowledge, is at the core of organisation’s performance and 
business growth.  
 
Allowing faster and better decision-making 
Nicholas (2004) stated that knowledge management has huge positive impacts on the 
decision-making process.  According to Lopez-Nicolas and Merono-Cerdan (2011), 
KM fosters innovation and performance which helps management to make a best 
possible decision. An effective KM system delivers its users appropriate information 
through collaboration, structure, syndication, varied experience, and practical lessons 
(Matheson, 1998). Economist Intelligence Unit (2005) found from their survey results 
that 45% of the organisations confirmed that making fast, and sounder decision-making 
is the top three benefits of good knowledge management.  
Effective product and service development  
In this globally competitive marketplace, innovative product and services are key to the 
business success, and this can be delivered by deploying knowledge management in an 







product development mainly in the advancement towards knowledge-driven 
competition based on innovation and product quality. Liu et al. (2005) theorise that 
business firms with good knowledge management practices will have better 
encouraging new product development performance. Economist Intelligence Unit 
(2005) figured out that almost 41% organisations believed that good knowledge 
management practices help an organisation to deliver a unique product and services. 
Because of this advantage most of the companies like Apple introduced iTune 
University, and Motorola launched Motorola University in the process of developing 
their product and services.    
Increase team performance 
The authors Liebowitz (2012) stressed that KM should not be about just building portals 
and storing data, but enabling people and knowledge flow, especially those working in 
teams to perform at a higher level. The researchers further added that due to complexity 
in visualising the relationship between KM and the potential for higher team 
performance, organisation of all kind will often meet the information as the central 
object, which usually means a codified artefact, written down, stored, organised and 
then ultimately moved throughout the organisation deploying technology along with 
information systems. Staaats, et al., (2010) studied that overall usage of the knowledge 
and its effect on team performance and found that the productivity regarding saving 
time and money was higher for the teams that had access to the knowledge base. 
Indeed, knowledge management has become critical for the organisation with diverse 
workforce where more and more companies use virtual or ever-changing teams to tackle 
projects.  Economist Intelligence Unit (2005) found out that approximately 31% 
organisations believed that good knowledge management can help smoother 







Facilitating to find appropriate data and resources 
Dalkir (2005) stressed that the knowledge management system provides information 
with appropriate raw-data and reference that support and precisely answer the questions 
being asked by the user, so they can perform their tasks efficiently. 
Enabling re-use of information 
Knowledge management system enables users to utilise information stored to address 
recurring needs. Re-use is good for the organisation as it saves time, reduces re-work, 
diminishes difficulties, and speed up the operation (Hokkanen, 2002). 
Avoiding unnecessary work 
Whelan and Carcary (2011) mentioned that knowledge management system helps 
people avoid doing the same thing over again. Consequently, it saves money and time, 
streamlines efforts, and keeps workers spirits up.  
Preventing from making the same mistakes again 
Lee and Ahn (2007) emphasised that knowledge management enables users to share 
lessons learned from failures and prevents making the same error again. 
Providing benefit of existing know-how and experience 
Lindner and Wald (2010) mentioned that in organisations, there are people with a wide 
variety of aptitudes and backgrounds.  Users can take advantage of individual expertise 
and knowledge of each employee under an effective knowledge management system. 
Imparting vital data broadly and rapidly  
All employees need data to carry out their tasks adequately, yet they also experience the 







this issue through customised portals, focused on memberships, and specific web 
indexes (Hokkanen, 2002). 
Advancing standard, reusable methodologies and systems  
Standard procedures and methods permits users to figure out how things are carried out, 
prompts unsurprising and top notch comes about and empowers large organisations to 
be steady in how the function is carried out (Whelan and Carcary, 2011). By giving a 
procedure to making, putting away, conveying, and utilising standard courses of action 
and methodology KM enables users to utilise them routinely. 
Making rare capability generally accessible  
In the event that there is a resource which is in extraordinary demand because of having 
an ability which is hard to come by, KM can help make that resource accessible to the 
whole organisation (Hokkanen, 2002). Methods for doing as such include group 
examination discussions, training programs, ask the master frameworks and web 
journals.  
Demonstrating clients how information is utilised for their profit  
In competitive circumstances, it is critical for an organisation to have the capacity to 
separate itself from other organisations. Showing to potential and current clients that it 
has a broad aptitude and has methods for bringing it to manage for their profit can help 
persuade them to begin or keep working with it (Dalkir, 2005). Alternately, inability to 
do as such could leave it powerless against contenders who can show their knowledge 







Fortifying innovation and progress  
According to the authors like Lepez-Nicolas and Merono-Cerdan (2011) and Firestone 
and McElroy (2004), most organisations need to expand their incomes, yet it gets to be 
progressively troublesome as commercial enterprises mature and rivalry increases. 
Building up new knowledge through successful information imparting, coordinated 
effort and data conveyance can fortify innovation.  
 
2.6 KNOWLEDGE MANAGEMENT AND HRM 
Jing et al., (2012) studied Chinese firms and revealed a significant relationship between 
KM and HRM practices which can foster employee creativity and organisational 
innovation. According to Hislop (2013),  the central business of the HR activity is to 
build up the staff as per the organisation’s policy, choose and contract individuals, train 
and prepare the staff, assess employees’ activity and performance, give rewards in 
recognition of their services, efforts, or achievements and build a culture of learning. 
These issues are discussed in the following, and their functions in upgrading KM are 
encompassed as well. 
 
According to Edvardsson (2007) there are essentially two approaches to knowledge 
management. These approaches are "personalisation" and "codification". Explicit 
knowledge has a tendency to be put away in databases where it can be accessed and 
utilised promptly by anybody in the organisation. The codification of explicit 
knowledge is proper and objective and can be communicated in numbers, words, and 
particulars. It is therefore closely identified with exploitative learning, which has a 
tendency to refine existing abilities and technologies, compelling through 







intensely in ICT for ventures like knowledge mapping (recognizing where the 
knowledge is to be found in the firm), information warehousing, electronic libraries, 
intranets and information mining. This builds viability, effectiveness and expansion.  
 
Dialogs, learning histories and groups of practice are among the methods that must be 
utilised as a part of making implicit knowledge sharing easy. Implicit knowledge is 
essentially imparted through direct individual-to-individual contacts. Personalisation 
and exploratory learning are nearly connected, where exploratory learning is connected 
with innovation, multifaceted search, fundamental research, more loose controls and 
risk-taking. The pressure is on suppleness, adaptability, investment in learning and the 
production of new abilities (Dalkir, 2005). Personalisation alludes to the personal 
improvement of implicit knowledge that is based on experiences, instinct and individual 
aptitudes for tackling complex issues. It takes into account the rationale of "expert 
economics ", i.e. it is utilised principally to take care of unique issues, where rich, 
implicit individual knowledge is required, for example, in strategy consulting.  
 
Hansen et al. (1999) argue that it is not knowledge in itself, but the way it is connected 
to tactical targets is the crucial element of competitiveness. They join both Knowledge 
Management and HRM to the spirited strategy of the organisation. This point focuses 
on the need for the best fit between HRM practices, for example, reward frameworks 
and an organisation’s way to oversee knowledge work. 
 
The two knowledge management procedures require diverse motivation frameworks. In 
the codification model, leaders need to build up a framework that urges individuals to 
record what they know and to store those documents in a database. The level and nature 







performance evaluations. Leaders need to reward individuals for imparting knowledge 
straightforwardly to other individuals. At organisations that are taking the 
personalisation approach, incentives to rouse knowledge imparting ought to be 
altogether different.  
 
There are no less than two systems for overseeing knowledge that have an effect on HR 
practices. We turn to selection and recruitment of employees in connection with 
knowledge management methods in the following section. 
Selection and Recruitment  
According to Hislop (2013), knowledge management is critical for job analysis,  job 
design, job evaluation and person’s grading which are keys in the recruitment and 
selection practices. Different studies highlight the significance of a fit between 
newcomers and the firm’s culture of knowledge. They give emphasis to a fit between 
organisational culture and recruiting of appropriate personalities, and additionally the 
socialization of people into the culture of the organisation (Cable and Judge, 1997). 
(Kerrin and Currie, 2003) Where appraisal centres are practically focussed, they can 
reinforce the sub-cultures of functions and make knowledge imparting between 
functions extremely troublesome. Knowledge Management is regularly implemented by 
firms in intricate, unusual situations, changeable environments. Therefore customary 
selection and recruitment techniques usually have  to be modified. In such case, it might 
essentially be so troublesome to identify necessary knowledge and skill ahead of time 
(Scarbrough, 2003). Customary recruitment and selection practices can obstruct 
knowledge imparting between groups or divisions in firms sorted out concurring the 







the codification tactic the improvement of hi-tech solutions is persuaded, especially in 
psychometric testing and electronic recruitment. 
Training and Development 
Wilson (2014) stressed that continuous professional development mainly training and 
development is thought to be vital to expert and knowledge workers. According to 
Carlile (2002) keeping in mind the end goal to stay on the front line of their professional 
fields they must be continually mindful of improvements inside their particular 
disciplines and lines of work and them have to partake in activities that offer chances to 
press forward their own professional advancement (Robertson and O'Malley, 2000). 
Numerous analysts on KM take this for granted and don't dedicate substantial attention 
to it. On the other hand, the author Wilson (2014) and Gloet and Berrell (2003) contend, 
that organisations embracing codification methodologies have a tendency to contract 
students and train them in groups to be implementers, i.e. to stress knowledge gaining, 
manoeuvring, and storage, together with the attention to technology. Personalisation 
organisations contract graduates to be discoverers and originators, i.e. to utilise their 
methodical, expository, analytical and innovative abilities on special business issues, 
and to impart and spread knowledge. Once recruited, their most essential training 
originates from working with knowledgeable specialists who act as gurus. If we 
compare this with Firestone and McElroy (2004) hypothesis of single and double loop 
learning, then codification method concentrates on single loop learning. On the other 
hand, double loop learning is stressed in personalisation method. 
Performance Management 
Performance management recognizes who or what provides the crucial performance 







is effectively accomplished (Roberts, 2001). Performance management frameworks can 
hinder knowledge imparting, as a significant part of the contention between diverse 
functions can be because of the dissimilar objectives and targets set out for employees 
in the performance contracts. 
  
Besides, the goals are often short-term and basically assessable in nature. On the other 
hand, focus on developing performance management in the long-run is found in 
numerous knowledge concentrated organisations (Currie and Kerrin, 2003; Swartz and 
Kinnie, 2003).  
 
At last, Gloet and Berrell (2003) underscore that the KM methodologies see exertion, 
measurement and recompenses in a different way. Thus, inside the codification method, 
endeavours connected with frameworks and technologies are more prone to be 
identified and rewarded. Within such theory, key performance is identified with 
technology, innovative application and the volume of information. The personalisation 
model concentrates more on individuals, where key performance pointers are identified 
with individuals and implicit manifestations of knowledge and additionally the nature 
and quality of information. 
Reward and recognition 
Reward frameworks show what the organisation values and shapes people's conduct. 
Studies on knowledge specialists have observed that they have a tendency to have a 
high requirement for self-governance, critical drives for accomplishment, stronger 
individuality and alliance with a profession than an organisation, and a more 
noteworthy sense of self-direction. These attributes make them prone to oppose the 







Hiltrop, 1995; Herzberg, 1997; Horowitz et al., 2003). For that reason, combinations of 
rewards are required to inspire knowledge specialists. These include impartial pay 
structures, equity-based rewards, a range of worker benefits, flexibility over working 
time and additionally being given an acknowledgment for noteworthy work. For some 
knowledge specialists, it is as inspiring to have free time for working on knowledge-
creating projects, attending conferences, as financial prizes (Lee and Ahn, 2007). 
 
It has been noticed that Hansen et al. (1999) has contended that the two KM methods 
require different motivation and incentive frameworks. Moreover, it merits reviewing 
that Gloet and Berrell (2003) underscore that inside the codification strategy endeavours 
connected with frameworks and technology are more prone to be identified and 
rewarded, but the personalisation model concentrates more on individuals. 
Career management 
Currie and Kerrin (2003) saw in their research on a pharmaceutical organisation that 
through distinctive job positions during their training phase, by and large through their 
career, graduates and a few of senior employees developed a casual network of contacts 
that they placed confidence in and who believed them. This made the imparting of 
knowledge easy. Others have likewise noticed how career frameworks are significant in 
shaping the stream of employees in the long run and the way that this act together for 
obtaining and imparting knowledge (Evans 2003; Scarbrough 2003; Swart and Kinnie 
2003). 
Creating a learning environment 
Evans (2003) emphasises the function of HR leaders in assisting their organisation to 







The actions required in such transformation procedure include: concurring tactical 
precedence and areas for change, facilitating demystify knowledge management by 
connecting knowledge management action to recognized business methodologies and 
HRM practices, and involving others in the knowledge management dialog. According 
to Argote (2012), mainly HR can play a vital role in an organisation by building up a 
knowledge consciousness program as a different improvement activity, ensuring the 
appropriate leadership and obtaining necessary developmental support. In particular, 
HR needs to create a culture which appreciates, encourages and supports learning from 
practices exercised on a routine or daily basis by providing necessary resources, 
facilities and spaces for learning, and by rewarding shares and learners. 
 
2.7 A REVIEW OF KM FRAMEWORKS 
 
Shongwe (2016) reviewed and analysed a number of the prominent KM frameworks. 
Shongwe (2016) noted that Huber’s (1991) organisational learning framework was 
created to show how learning occurs through KM initiatives in organisations. Huber’s 
(1991) framework has four KM processes that support learning. They are knowledge 
acquisition, knowledge distribution, knowledge interpretation, and organisational 
memory. Huber (1991) states that these main processes are made of sub-processes. This 
framework represents the various processes and sub-processes that enable an 
organisation to learn from KM initiatives.  
 
Similarly, Wiig’s (1993) framework is based on three pillars which are supported by a 
conceptual KM base. The base has four processes: knowledge creation, manifestation, 







has three functional areas: survey and categorise knowledge; analyse knowledge and 
related activities; and elicit, codify and organise knowledge. The second pillar has two: 
appraise and evaluate the value of knowledge and related actions. The third pillar has 
three: synthesise knowledge and related activities; handle, use and control knowledge; 
and leverage, distribute and automate knowledge (Wiig, 1993). According to Wiig 
(1993), the framework is based on the understanding of how knowledge is created, 
used, and manifested in people’s minds and culture. 
 
Meyer and Zack (1996) proposed an information processing platform for the 
manufacture of information products. The information processing platform acts both as 
an information repository and an information refinery for information processing. The 
refinery process is based on six information processing stages: information acquisition, 
refinement, storage/retrieval, distribution, and presentation/use. According to Mayer 
and Zack (1996), these processes are not executed sequentially as there may be 
feedback loops between them. 
 
On the other hand, Skyrmer’s (1998) framework describes technological tools that 
could be used to support different KM functions. These tools can support knowledge 
identification (e.g., knowledge discovery, and data-and text-mining tools), creation 
(thinking aids and conceptual mapping tools), collection/codification (intelligent 
agents), storage (knowledge databases), and diffusion/use (video conferencing, 
groupware, and decision support tools).  
 
Bukowitz and Williams’ (2000) KM processes framework follows two streams of 
activity that occur simultaneously in organisations: the day-to-day use of knowledge to 







intellectual capital to strategic requirements. They state that the framework presents a 
simplified way of thinking how organisations create, maintain and deploy knowledge to 
create value. It is divided into two broad processes: the tactical and the strategic. The 
tactical process is triggered by market-driven opportunity or demand, and the strategic 
process is triggered by shifts in the macro-environment. The tactical side spans four 
basic steps: get information, use it, learn from it, and contribute it. The strategic process 
spans three: assess information, build and sustain an information database, and divest 
the information. According to Bukowitz and Williams (2000), these processes ensure 
that organisations use their knowledge to respond to demands and opportunities from 
the market place. 
 
Nonetheless, Alavi and Leidner’s (2001) framework views the KM lifecycle from an 
information systems perspective. It explains the roles that are played by information 
systems in KM. It posits that information systems play four KM roles: knowledge 
creation, storage and retrieval, transfer, and application. They mention systems such as 
data warehousing to support knowledge creation; multimedia databases and query 
languages to store knowledge; lotus notes to support knowledge transfer; and decision 
support systems to support knowledge use. 
 
Holsapple and Joshi (2002) created a knowledge episodes framework that identified a 
set of interrelated knowledge manipulation activities believed to be common in most 
organisations. They state that these episodes make us understand how knowledge is 
processed in organisations, and how it can change over time. The episodes highlight the 
major areas on which the chief knowledge officer must concentrate. The episodes are 
knowledge acquisition, selection, internalisation and use. The acquisition episode has its 







knowledge. The selecting episode has the same sub-processes as the acquiring episode. 
The only difference is that the acquisition happens externally and selecting happens 
internally. The internalising episode has four sub-processes: assessing, targeting, 
structuring and delivering. 
 
Birkinshaw and Sheehan (2002) created the four stage KM lifecycle framework after a 
five-year study with major multinational companies. The model aims to explain the 
lifecycle of an idea in a commercial setting. It shows that knowledge is born as 
something in a person’s head, and that it takes shape once it is tested, matures as it is 
applied in real life settings, is diffused into a growing audience, and finally becomes 
accepted as common practice. There are four KM stages in the framework: knowledge 
creation, mobilisation, diffusion and commoditisation. 
 
Lee and Hong (2002) categorised KM processes into four activities: knowledge capture, 
development, sharing and utilisation. Their framework explains information 
technologies that could be used to support such KM activities. They state that database 
systems, data warehouses and document management systems can be used for 
knowledge capture; data-mining and competitive intelligent systems are used for 
knowledge development; and networked technologies, such as the Internet (email, 
groupware, video conferencing, blogs, etc.), are used for knowledge transfer purposes. 
Multimedia technologies are assumed to play a vital role in the application of 
knowledge.  
 
McElroy’s (2003) framework posits that the KM lifecycle begins with the detection of a 
knowledge gap and ends with knowledge claims. In other words, people start with a 







two activities: knowledge production and knowledge integration. Knowledge 
production has the following processes: individual and group learning, knowledge claim 
formulation, and information acquisition – which leads to a codified knowledge claim, 
which in turn leads to a knowledge claim evaluation. Knowledge integration processes 
are knowledge broadcasting, searching, teaching, and sharing. McElroy’s framework 
assumes that KM seeks to produce knowledge and integrate it into the organisation. 
 
Rollett (2003) adopted the process view of KM and created a framework with seven 
processes: knowledge planning, creation, integration, organisation, transfer, 
maintenance, and assessment. These processes are applicable when knowledge is used 
in organisations. According to Rollettt (2003), the KM processes optimise the way 
knowledge is used, and prove that knowledge is indeed used in these processes. 
 
Beccerra-Fernandez et al. (2004) state that KM relies on four main processes and seven 
sub-processes. The processes and sub-processes are based on Nonaka’s (1994), Grant’s 
(1996a, 1996b), and Nahapiet and Ghoshal’s (1998) theories. The four main processes 
are: knowledge discovery, which consists of two sub-processes, socialisation and 
combination; knowledge capture, which consists of externalisation and internalisation; 
knowledge sharing, which consists of socialisation and exchange; and knowledge 
application, which consists of direction and routines. 
 
Heising (2009) analysed 160 frameworks from research and practice to create an 
integrated KM framework. Heisig (2009) focused on their processes to discover their 
differences and similarities. After a thorough synthesis of the frameworks, six 
frequently cited KM activities were then used to create a new framework. The activities 







to Heisig (2009), the classification of such processes helps to “overcome conceptual 
differences between different KM frameworks and serves as a basic common 
understanding”. 
  
Evans and Ali (2013) created the “identify, organise, store, apply, evaluate, and create” 
(IOSAEC) KM lifecycle framework. Just like many others, it was built from existing 
frameworks by synthesis and integrating KM processes. According to Evans and Ali 
(2013), the framework includes “second generation KM principles and a potential for 
double loop learning”. 
 
Building on the work of Evans and Ali (2013), Evans et al. (2015) proposed an 
integrated KM lifecycle framework. Just like Dalkir”s (2005, 2011) frameworks, theirs 
was distilled through the synthesis of other popular frameworks. The framework aimed 
to help improve how organisations conceptualise, strategise and manage their 
knowledge and knowledge assets. It has seven phases: identify, store, share, use, learn, 
improve, and create knowledge. They indicated that technology can be used at the 
different phases of the processes.  
 
Shongwe (2016) concluded that the synthesis of the above analysed frameworks reveals 
that the number of processes (major and minor) varies significantly among the 
frameworks. For example, some have three, others have more. Additionally, the 
synonymous words/terms have been used in some processes to mean the same processes 
in different frameworks. For example, one framework mentions knowledge sharing, 
another knowledge transfer, and others dissemination. Moreover, in some frameworks, 
the processes follow a certain sequence, yet in others there is no sequence. For example, 







indicate that there is no sequence because of feedback loops. The KM process can start 
anywhere. 
 
2.8 SUMMARY  
 
This chapter has presented a thorough review of the literature on KM that relates to the 









CHAPTER 3 : THE IMPACT OF KEY HUMAN 






Over the last decade, the Human Resource Management (HRM) researchers have 
shown continuous interests on the links of HRM to Knowledge Management (KM). In 
this knowledge based economy, the importance of Knowledge Management (KM) as 
part of Human Resource Management lies in creating competitive advantages, 
improving organizational effectiveness and revenue, and exploring opportunities to 
exploit them in the full swim as knowledge is progressively claimed to be a crucial 
factor in today’s organizational perspective. KM is all about improving, sharing and 
applying the learned knowledge for the purpose of improving decision making, bringing 
innovation in product design, and most importantly improving the productivity and 
profit. Here, one question arises; How KM is linked to HRM? Scholars have recently 
argued that people are the cultivator of knowledge and HRM works with the people of 
the organization by issuing training and development programs, recruiting and selecting 
employees, managing performance and planning rewards and pay, and most importantly 
establishing a knowledge sharing culture within a firm that is most crucial for managing 
knowledge. So, there is a good interlink between HRM and KM. This paper will discuss 
the role of HRM in improving KM initiatives, traces out the critical HRM factors that 
promote knowledge management and the benefits of focusing on people issues and 








3.2 THE ROLE OF HRM IN IMPROVING KM INITIATIVES 
 
Knowledge Management as a discipline integrates the approach to discover, capture, 
retrieve, split and evaluate a firm’s information assets such as a database, crucial 
documents and procedures and policies (Jonsson and Tell, 2013; Algorta and Zeballos, 
2011). The resource based view of management suggests firms need to integrate the 
unique, sustainable, and better-quality assets in order to build and sustain competitive 
advantages in the market (Edvardsson, 2008). Here, HRM of a firm can play a vital role 
in promoting KM initiatives in the firm’s working environment.  According to 
Lengnick-Hall and Lengnick-Hall (2006), for promoting the knowledge based culture in 
the organization, they need to emphasize on HRM practices that really aids in building 
and sustaining organization’s knowledge based capabilities. Through KM, HRM can 
able to significantly embolden the role of their professionals. For improving the KM 
initiatives, the role of HRM is pivotal. Key HRM initiatives are training and 
development programs, performance management and knowledge sharing culture, and 
corporate education that have played a pivotal role in the establishment and 
development of knowledge intensive company (Jimenez-Jimenez and Sanz-Valle, 
2013). The new roles of HRM in KM are Human Capital Steward, Relationship Builder, 
Knowledge Facilitator, and Rapid Deployment Specialists.  
 
HRM helps the companies to communicative the rationale of the knowledge 
management. HRM also works a facilitator to make sure the alignment of the 
organization’s vision, mission, objectives and goals, statement of ethics and policies 
(Currie and Kerrin, 2006). All of these must be directed toward building and sustaining 
a culture that embolden the sharing and using of knowledge with adequate 







nourish people that are encouraged to share right information to the right employees’ at 
the right time (Cabrera and Cabrera, 2005). HRM also build ultimate knowledge 
experience by renovating tacit knowledge to explicit knowledge by mans of training and 
educating in order to build skills and competencies. HRM is the discipline that 
integrates the knowledge sharing in the organization and it usage into the functions of 
the organization. In addition, HRM has the capability to transform low-tech knowledge 
to high-tech as a knowledge facilitator HRM must think much broader than the 
conventional practices and integrate creative integration into conventional HRM 
practices for the propose of better effectiveness (Currie and Kerrin, 2006).   
             
HRM influence on knowledge management initiatives 
Researchers reason that HRM plays pivotal influence on knowledge management 
initiatives (Edvardsson, 2008; Jimenez-Jimenez and Sanz-Valle, 2013; and Chen and 
Huang, 2009). Key HRM practices such as training and development programs, 
performance management and knowledge sharing culture, and corporate education that 
have played pivotal influence on the development of knowledge management practices 
in the organization. Some new roles of HRM that have influence on knowledge 
management are Human Capital Steward, Relationship Builder, Knowledge Facilitator, 
and Rapid Deployment Specialists (Algorta and Zeballos, 2011). In the following 
section, two out of them are discussed: 
 
 The knowledge provider 
HRM acts as a knowledge provider in promoting knowledge management initiatives 
through facilitating the procurement of the essential knowledge and skills by arranging 
variety of training and skill development programs. The role of knowledge facilitator is 







(Algorta and Zeballos, 2011; Blome, et al, 2014). HRM as knowledge provider focuses 
on learning and development through training and development programs, the effective 
management of knowledge through strategic knowledge management, and building a 
work environment that really facilitates the process of knowledge sharing, creation and 
dissemination.   
 
The knowledge seeker 
HRM also acts as a knowledge seeker in the knowledge management initiatives through 
searching creative and innovation oriented people inside the organization by 
performance management or performance appraisal system (Hargis and Bradley, 2011). 
In addition, HRM emphasize on building and sustaining networks and communities of 
practices through connecting people from diverse departments and supply chain. From 
this practice, HRM seeks to identify the key people who are knowledgeable and creative 
and who have the ability to solve the unique business problems and design creative and 
innovative ideas to gain competitive advantages in the market. Through these practices, 
HRM identify the knowledge and use them in line with the business strategies to make 
return out of knowledge management (Kogut and Zander, 2008).  
 
The importance of knowledge sharing 
According to Noorderhaven and Harzing (2009) Knowledge sharing can be defined as a 
voluntary act the systematic exchange of skills, information and expertise among people 
of an organization in such a way that it can be utilized by them. Knowledge sharing is 
playing key role in building a knowledge based culture within an organization that will 
really differentiate them from others and gain and build sustainable competitive 
advantages (Agarwala, 2006). Knowledge sharing acts as a practical way to get unique 







strategies and finding out new product development concept (Cabrera and Cabrera, 
2005; Blome, et al, 2014). It also allows amalgamating the previously unknown views, 
facts, ideas and information which helps people within an organization to create a new 
basis for new knowledge for innovation. Therefore, it improves the organizations 
capability to innovate in terms of products, services, branding, image, and channel and 
customer relationship. So, there is a good interlinked between innovation and 
knowledge sharing that really make sense for an organization (Bratton and Gold, 2010). 
 
3.3 CRITICAL HRM FACTORS THAT PROMOTE KM 
 
The growing importance of KM in this knowledge based and competitive market 
structure emboldens HRM to critically involve in building and sustaining a knowledge 
management system in today’s organization (Fombrun, et al. 2008). HRM has the 
ability to create, manage and reinforce knowledge management in organization through 
following initiatives: 
Reward and Recognition 
The trend of recognizing the employees’ performance in terms of rewards means that 
organization really values and cares about the employees’ behaviour in the workplace. 
Studies found that knowledge workers are likely to have high need for autonomy, 
considerable drives for achieving something extra, stronger affiliation and identity with 
the profession rather than company, and tremendous team building capacity and self 
direction (Bratton and Gold, 2000). These particular natures make them to be 
authoritarian views of organizational rules and structure. So, in order to embolden the 
spirit of these knowledge workers attractive rewards for their performance as 
recognition are needed such as attractive compensation package for them, profit sharing 







place, and recognizing their brilliant pieces of work. HRM can easily do these and give 
knowledge workers free time to accomplish the knowledge building projects, giving 
them permission to attend conferences, and allow them to spend more time on 
interesting and innovative projects as rewards to motivate them (DeCenzo, 2008).      
Training and skills development  
Especially for the knowledge workers continuous professional development is so 
effective and essential also. For the purpose of staying at the top of the field of 
profession knowledge workers must be constantly conscious of the developments within 
their particular sector and professions. It is also essential for them to participate in the 
activities that have the chance to further develop their professional field (Fombrun, et 
al. 2008). Firms adapting knowledge management style tends to hire people with 
knowledge seeking interests and skills and train them in groups to be strategist and 
implementers, to be perfectionist in the area of knowledge management in terms of 
knowledge acquisition, storage and manipulation with especial focus on technology. 
Firms that are considered as knowledge based firms hire people to be inventors for the 
purpose of using the creative and analytical skills to solve business problems and to 
share their knowledge with other people within the organization (Meijerink, et al. 
2013); (Minbaeva, 2012).. HRM works on designing and arranging training and 
development programs to give the current employees and new comers training in order 
to develop their skills and qualities that fit with their organizations culture (Hargis & 
Bradley, 2011). In knowledge based organization, working with the expert consultants 
who are acting as mentors is considered as most important and effective training. 
Therefore, training and skill development programs arranged by HRM really promote 







Employees’ performance appraisal  
One of the other factors through which HRM promotes KM is that performance 
management and appraisal. Performance management seeks to identify the people who 
deliver the absolute performance with regard to business strategy and objectives. 
Performance appraisals really motivate people inside the organizations and embolden 
them to be knowledge seeker. HRM of knowledge intensive companies motivate 
employees by appraising their performance and problem solving performance, hence 
the productivity of the employees will significantly increased and devote them to 
bringing output through knowledge sharing culture (Paauwe, 2009). But sometimes 
performance management system can hinder building knowledge sharing culture within 
organization as conflict between the various functions can arises because of the 
divergent objective set for diverse employees in performance agreements. Therefore, 
HRM must keep this fact in mind while designing performance management strategy to 
create a knowledge based culture in the organization (Minbaeva, 2012). In addition 
HRM adapts techniques and tools to motivate employees to be knowledge oriented 
employees to solve unique business problems and spread innovation around the 
organization through proper performance management system and nurturing them in 
knowledge sharing, caring and doing culture (Scarbrough, 2007). .     
Employee Retention 
Employee retention signifies persuading and attracting employees’ to retain them for a 
long time for the development of the organization. In this case, HRM as an 
organizational department takes initiatives and plans to retain their loyal and committed 
employees with the organizations (Schuler & Jackson, 2007). HRM of knowledge 
intensive companies practices a system of reward and recognition and training and skill 







documenting knowledge and leverage and reuse the knowledge resources to gain the 
goal of the companies. They do these things as retaining a skilled and knowledgeable 
employee is five times less costly than attracting a new employee. So, retaining 
employees saves significant effort, time and money of the company (Wylie, et al. 2014).    
 
The benefits of focusing on people issues in KM 
The main central issues of knowledge management are people and learning (Shultze & 
Stabell, 2004). Knowledge management supports that technology is inferior to human 
element as humans are the source of tacit knowledge. Without people how the 
knowledge will be nurture is the main fact in knowledge management. In this 
perspective, knowledge management is actually liable to focus on people issues 
(Scarbrough, 2007). There are some key explanation for why knowledge management 
should focus on people issues, these are: 
 
Knowledge management needs unique solutions of both people and technology 
 
It is not possible anyway to build a knowledge intensive company without people and 
technology. But it acknowledged by the KM that technology is secondary to human 
element as humans are the source of tacit knowledge (Simonin & Ozsomer, 2009). 
Effective use of people and technology is needed to build a knowledge based company 
where people are motivated to share, accumulate, document and manipulate the 
knowledge with each other. Technology is used in order to amalgamate, analyse and 
disseminate structured knowledge that is volatile and people are also used in order to 
understand the captured knowledge, construe it, and capture various unstructured data 
and analyze it. Therefore, for better effectiveness of knowledge management people 








Knowledge management needs  
 
The effective management of knowledge requires an experienced group of people who 
are accountable for managing it, along with this knowledge have to be delegated and 
controlled by knowledge managers. The main responsibilities of these people or 
knowledge managers are to gather and categories knowledge, build a knowledge 
intensive technology infrastructure and constantly monitor the use if the gathered 
knowledge (Wylie, et al. 2014). Therefore, we also see that people such as knowledge 
manager is a vital issue.  
 
From the above discussion, we can easily say that without considering the people issues 
no company can build and sustain a knowledge intensive or knowledge sharing culture. 
Therefore, every knowledge intensive company seeks to emphasize on people issues in 
regards to build a knowledge sharing culture in the organization (Paulin & Suneson, 
2012).  
 
Benefits of focusing people issue in KM 
 
Many researchers argued that there are certain benefits of focusing or emphasizing huge 
on people issues in knowledge management. These benefits are: 
 
Developing and sharing best practices 
 
For the purpose of developing and sharing best practices out of knowledge 
management, people are playing pivotal role. Unless knowledge is to be delegated and 
controlled by some expert managers, it is impossible to build a knowledge sharing 
culture in an organization (Simonin & Ozsomer, 2009). But, knowledge managers are 







management around the organization and build a knowledge intensive culture that 
motivates employee creativity and innovation and leverage and use the current 
knowledge resources so that organization will get best out of it (Oltra, 2005).      
 
Managing organizational knowledge resources in effective way 
 
In order to manage the existing knowledge of the organization, people issue must be 
considered as a vital one. Mangers with adequate expertise can bring best out of the 
organization’s current knowledge resources through applying different tools and 
techniques in consolidate manner (Noorderhaven & Harzing, 2009). Many researchers 
argued that people resources of the organization are the key resources that make it 
possible to manage the current knowledge effectively and used it in systematic way to 
bring positive outcomes for the organization (Minbaeva, 2012). 
 
Faster imitation of innovations through faster movement of knowledge through the 
organization  
 
People are the resources of the organization who make the faster replication of the 
innovation through using best use of knowledge resources of the organization (Mondy, 
et al. 2007). Therefore, focusing on people issue helps organization to faster imitation of 
innovations through faster movement knowledge around the organization (Ghobadi & 
D’Ambra, 2012).   
 
Building collaborative teams, capturing and sharing knowledge and delivering 
business excellence 
 
Focusing people issue helps organization to build collaborative teams who amalgamate 
the knowledge resources in order bring best out of it (Minbaeva, 2005). In addition, it 







and share among them and bring business excellence through innovation and creativity 
(Meijerink, et al. 2013).   
 
Improve and accelerate learning 
 
Focusing people issues can improve and accelerate the learning process of the 
organization. Then learned knowledge can be applied in accelerating the wheel of the 
business though innovation and creativity. In addition, learned employees’ can able to 
make faster replication of innovation and thus organization gains sustainable 
competitive advantages over it (Krogh, et al. 2010).  
 
 
3.4 CHALLENGES ASSOCIATED WITH MANAGING HR FOR KM   
 
In today’s hyper competitive marketplace, it is really challenging to practice HRM for 
knowledge management as it throws some very influential challenges towards 
organization which is the negative aspect of building and managing a knowledge 
sharing culture within an organization (Holzmann, 2013); (Kalling & Styhre, 2006). 
Many researchers argued that when people are very familiar with the knowledge 
management and applied it quite effectively then they demands autonomy which really 
not a good aspect of managing an organization (Foss, et al. 2009); (Fombrun, et al. 
2008); (Campbell, et al. 2012). In addition, sometimes it will be difficult for the 
organization to retain them with the company for long time as they have huge demand 
in the market.    
 
Retention of skilled workers 
 
Researchers believe that knowledge management really benefit organization, but once 







try to move to other companies for better career (Campbell, et al. 2012). So, it is a 
challenge for knowledge intensive firm to practice knowledge management and make 
people filled with the current knowledge of the organization.  
 
Recruiting candidate with right skills and attitude 
 
Knowledge intensive firm requires right candidates with right skills and attitude as 
knowledge management demands more than traditional view of accomplishing goals 
(Casimir, et al. 2012). But sometimes it may be difficult for the firm to recruit and 
select right candidates with learned knowledge. In addition, frequent recruitment and 
selection requires huge cost and that is really hurts the revenue of the fir (Bryant & 
Terborg, 2008). 
 
Appropriate remuneration system: 
 
Candidates with right skills and attitude demands high remuneration that needs some 
firms to change their remuneration structure and high remuneration is sometimes a 
challenge for the organization. Making a appropriate remuneration system that really fit 
with the demands of the expectation creates some dilemma as to after sometimes 
whether the employees’ will again raise their voice to increase the remuneration and 
many more.    
 
Appraising employees’ participation in knowledge sharing:  
 
Once knowledge sharing culture is established then organization needs to appreciate the 
participation of the employees in sharing knowledge. It motivates them to participate 
once more and contribute from the core. But sometimes employees are not satisfied 







appraising them. It will create conflict between HRM’s approach and employees’ 
expectation.    
 
3.5 A FRAMEWORK FOR HRM’S CONTRIBUTION TO KNOWLEDGE 
SHARING 
 
A very useful framework for showing the HRM’s contribution to knowledge sharing is 
The Weaver’s Loom Framework (Meijerink, et al. 2013). There are two vital facets of 
this framework. One key facet of this framework emphasizes on the strategic 
incorporation of the major components of the continuous improvement and HRM. Both 
strategic continuous development and HRM has a common symbolic relationship that is 
each supporting jointly achieving organization goals. Another vital facet of this useful 
framework emphasizes incorporation of major components of knowledge management 
and HRM (Boselie, 2010); (Minbaeva, 2005). Both two facets utilize the Weaver’s 
Loom Framework for strategically incorporating major elements of continuous 
development and knowledge management into the HRM practices in order to build 
transformational HRM environment. This incorporation of the knowledge management, 
continuous improvement with HRM practices of the company leads to a strong 
organizational structure, but will bring significant organizational change for the long 
term. And finally this integration contributes to HRM practices to be more 
transformational rather than transactional (Minbaeva, 2012).  
 
Contrasting Traditional HRM with Transformational HRM 
 
The accountant’s view of employee where profit is the main goal, focus on counting 
heads and overseeing pays and maintaining records is known as transactional or 







and policies that are cautiously managed and designed that attract, improve, embolden 
and retain employees so that effective functioning of the organizational procedures is 
ensured (Schuler & Jackson, 2007). Moreover, transformational HRM is far broader 
view of HRM that counts the long term well being of the organization than traditional 
HRM practices of the organization. Transformational HRM focus not only on day to 
day as usual HR function it incorporates these day to day functions with the strategic 
goals and objectives of the organization for the purpose of meeting the organizational 
goals in efficient way (Fombrun, et al. 2008); (Edvardsson, 2008).  
 
Integration of knowledge management 
 
Knowledge management is a systematic way of incorporating organizations current 
level of knowledge resources and leverages and use them in full swim for the purpose 
of accomplishing the necessary business functions such as making decisions, solving 
problems, and strategic planning (Algorta & Zeballos, 2011). Actually knowledge 
management signifies the trend of the organization to share the knowledge through a 
systematic process of development and continuous improvement. Some scholars reason 
that the main theme of the knowledge management is to transform the tacit knowledge 
to explicit knowledge and codified it, stored it, and disseminate it for the utilization of 
the organizational improvements (Wiig, 2013). Knowledge management aids an 
organization in attaining its strategic goals and also paves the way to manage the 
valuable intellectual capital which actually represents the collective knowledge level of 
an organization.   
 
Knowledge sharing and its incorporation into HRM practices 
 
One useful way to trace the tacit knowledge of the employees through knowledge 







organization or making the knowledge available to other in an organizational boundary. 
Many researchers argued that when an employee leaves the organization they move 
with their tacit knowledge (Wijk, et al. 2008); (Kalling & Styhre, 2006); (Ghobadi & 
D’Ambra, 2012). The probable loss of tacit knowledge turns organizations to tap into 
the tacit knowledge and transform them into explicit knowledge that is shared within 
the organization instead of losing them. Knowledge sharing requires HRM practice 
beyond traditional one. HRM practitioners must work in strategic way in every single 
aspect of the business operations so that it will promote knowledge sharing. For 
example, instead of very prearranged jobs with highly clear responsibilities if works can 
be designed in a manner that breaks the works into assignments and requiring 
employees to accomplish the work interactively with other employees in different 
groups within the organization. This will promote the cross functional linkage among 
the employees and brings better output.  
 
The Weaver’s Loom: A Conceptual Framework 
 
The Weaver’s Loom Framework is very useful in explaining the association between 
the HRM and strategic goals of an organization. Just like Weaver actions of arranging 
the vertical fibers’ on a loom, organization must have to strongly anchor its strategic 









Figure 3.1: The Weaver’s Loom Framework 
Source: Meijerink, et al. (2013) 
 
The Figure 3.1 shows that the strategic incorporation of the knowledge management 
works as a frames of loom, representing strategic goals. The looms frame, the fibers are 
anchored upright maintaining a spaced position. The interweaving of the key elements 
of the transformational HRM- staffing, training and development, performance 
appraisal and compensation-cannot haul the strategic goals out of line. The horizontal 
fibers show the elements of Knowledge management that are incorporated with the 
transformational HRM elements such that every policies, strategy and decision of HRM 




3.6  SUMMARY   
Knowledge management is a systematic way of incorporating organizations current 
level of knowledge resources and leverages and use them in full swim for the purpose 
of accomplishing the necessary business functions such as making decisions, solving 
problems, and strategic planning (Algorta & Zeballos, 2011). Whereas Human 







like training and development, recruitment and selection of new employees, rewards 
and compensation, performance management, and many more in order to achieve the 
strategic goals of the organization (Mondy, et al. 2007). The impact of key HRM issues 
on knowledge management is huge in recent days where knowledge management is 
considered as a source of competitive advantage and way of improving organizational 
performance through innovation and creativity. For improving the KM initiatives, the 
role of HRM is pivotal. Key HRM initiatives are training and development programs, 
performance management and knowledge sharing culture, and corporate education that 
have played pivotal role in the establishment and development of knowledge intensive 
company. The new roles of HRM in KM are Human Capital Steward, Relationship 
Builder, Knowledge Facilitator, and Rapid Deployment Specialists (Algorta & Zeballos, 
2011). An important facet of knowledge management is knowledge sharing which is 
very crucial in today’s hyper competitive market. Knowledge sharing acts as a practical 
way to get unique and effective solution to major business problems such as product 
strategies, sales strategies and finding out new product development concept (Lengnick-
Hall & Lengnickel-Hall, 2006); (Krogh, et al. 2010). It also allows amalgamating the 
previously unknown views, facts, ideas and information which helps people within an 
organization to create a new basis for new knowledge for innovation. In addition, HRM 
has the ability to create, manage and reinforce knowledge management in organization 
through factors like training and development, recruitment and selection of new 
employees, rewards and compensation, performance management (Holzmann, 2013). 
The incorporation of the key elements knowledge management with these HRM 
initiatives builds a transformational HRM system that aligns all necessary functions of 
HRM with strategic goals of the organization. Moreover, Knowledge management 
focuses on people issues as there are certain benefits like a faster imitation of 







organizational knowledge resources in an effective way, developing and sharing best 
practices, building collaborative teams, capturing and sharing knowledge and delivering 
business excellence and improve and accelerate learning. Though aligning HRM 
initiatives with knowledge management is very effective in achieving strategic goals of 
the organization and gain competitive advantage in the market, there are some very 
notable challenges arises from practicing HRM initiatives along with knowledge 
management such as retention of skilled workers, recruiting candidate with right skills 
and attitude, appropriate remuneration system and appraising employees participation in 
knowledge sharing (Foss, et al. 2009; Campbell, et al. 2012). In order to overcome these 
challenges to effective use of knowledge, HR professional must strategic in 
incorporating and practicing HR practices. A very useful framework for showing the 
HRM’s contribution to knowledge sharing is The Weaver’s Loom Framework. There 
are two vital facets of this framework. One key facet of this framework emphasizes on 
the strategic incorporation of the major components of the continuous improvement and 
HRM. Another vital facet of this useful framework emphasizes incorporation of major 
components of knowledge management and HRM. Both two facets utilize the Weaver’s 
Loom Framework for strategically incorporating major elements of continuous 
development and knowledge management into the HRM practices in order to build 
transformational HRM environment. This incorporation of the knowledge management, 
continuous improvement with HRM practices of the company leads to a strong 
organizational structure, but will bring significant organizational change for the long 
term (Benson and Brown, 2007).  
 
Empirical results are discussed in chapter 5, 6, 7, 8, 9, and 10. The next chapter 












This chapter discusses the method used in the data collection and analysis to answer the 
primary research questions of the study. It clarifies the research design, sampling and 
data collection and methods used and describe the analysation of the collected data. The 
research design covered on qualitative data collection and analysis method. The views 
of the professionals working in the KSA construction industry were explored. The 
qualitative approach allows investigating experience, feelings and behaviour of the 
individual involved to understand the reason behind it.   
 
 
4.2 METHODOLOGICAL FRAMEWORK 
 
Research is described by Greenfield (2002) as “an art aided by skills of inquiry, 
experimental design, data collection, measurement and analysis, by interpretation, and 
by presentation” in order to acquire new knowledge and understanding. It is undertaken 
with the sole purpose of finding thinks in a systematic, logical and organised way as to 
increase knowledge about a particular topic (Kumar, 2014; Saunders, 2009; Crookes 
and Davies, 1998). To acquire the information that aids in the development of 
knowledge, a variety of methods have been generated. Research methods are considered 
as the channel and procedures for the collection and analysis of information.  
 
In the context of this research, ontology determines how the researcher perception on 







other hand; epistemology examines the relationship between knowledge and the 
discovery during the research process. The context of study explores how the KSA 
construction organisations are embedding KM strategies for competitive advantage. 
Killan (2013) stated that a person’s ontological belief will dictate how unbiased the 
relationship between the researcher and what can be known is. The exiting literature and 
the interview responses to be compare and to be identify the relationship on the real 
world perception based on experts’ opinions. Research methodology is the process of 
gathering data for the purpose of making business decisions. 
  
The methodology includes the existing publication research, interviews, surveys and 
other research techniques, and could include both present and historical information. 
According to Kumar (2008), research methodology is a systematic way of solving 
research problems. Literature reviews have shown extensive existing research studies 
and indicated there was a need for empirical research to be conducted to ascertain the 
implementation of KM strategies within the KSA construction organisations. A 
systematic review of literature was conducted explore key drivers, strategies, challenges 
and benefits of implementing KM within the KSA construction industry. To evaluate 
the gap, comparative study of implementation of KM strategies around the world and in 
the KSA was carried out. 
 
4.3 RESEARCH PHILOSOPHY 
 
In this study, the research investigates on the nature science. The chosen research 
philosophy is realism. Realism emphasises that the world is actual and external and 
knowledge only can progress through observation that have straight communication to 







and precise analysis of the KM strategies adopted in the KSA construction 
organisations, the field data collection from the professionals in construction 
organisations is vital. This will provide different points of view between the law of the 
nature and knowledge edge based on real world experience. Gathering information 
through extensive literatures creates an abstract reality. However, in the terms of 
realism philosophy, this interrelated perception can be examined through real world 
investigation. For example, Gummesson (2002) stated that a realism researcher interpret 
“object” that interact as “buyer” and “seller”. The real decisions are made in the world 
outside. 
 
4.4 RESEARCH APPROACH 
 
There are two different approaches of establishing what is correct or wrong and 
methods of outlining conclusions. These methods are induction and deduction. 
Induction is based on empirical proof whereas deduction is based on logic (Ghauri and 
Grønhaug, 2010). The researcher builds theories from existing information, which can 
be verified trough empirical studies and be acknowledge or rejected. Normally this kind 
of research is accompanying by quantitative research (Ghauri and Grønhaug, 2010). A 
deductive method is concerned with identifying a hypothesis (or theories) regarding 
existing theory and then planning a research approach to testing the theory (Wilson, 
2010). 
 
It has been expressed that deductive means reasoning from the precise to the general. In 
the event that a causal relationship or connection appears to be understood by a specific 







configuration may test to check whether this relationship or connection did acquire on 
more general conditions (Gulati, 2009). 
 
Snieder and Larner (2009) notify that in deductive methodology thinking begins with a 
hypothesis and leads to a new theory, which is going to be acknowledged or rejected 
due to the research: Likewise, deductive reasoning could be clarified as thinking from 
the general to the specific Pelissier, (2008), though inductive reasoning is the opposite. 
As such, deductive methodology includes formulation of theories and their subjection to 
testing throughout the research technique, while inductive studies do not deal with 
theories in any ways. 
 
This research was adopted by inductive reasoning as the research focusing on what 
happens in terms of KM strategies that have been implemented in the KSA construction 
organisations. The primary purpose of inductive reasoning is to allow findings a 
development from frequently or significant interrelation with the raw data. This 
approach examines view of human behaviour to achieve the objective on discovery. As 
stated in Thomas (2006) the process of inductive coding begins with understanding the 
text and concludes in several meaning that are essential in the text. Since this research 
mainly examine on view on individuals, they may express the same meaning but in a 
different word. Inductive approaches are commonly connected with qualitative research 
(Gabriel, 2013). By adopting the inductive reasoning; data collection technique 
(interviews) will be more realistic as it’s collected from real world environment. 
Inductive approach most likely to concern about the context and small number sample 








4.5 RESEARCH STRATEGIES 
 
Once the relevant material was gathered and determining the emphasis on the study, 
designing a suitable research strategy was taken place to examine the main objective.  
There are three available research strategies which are qualitative, quantitative and 
mixed method (Saunders et al, 2016 p.164). Sutton and Austin (2015) stated that 
qualitative study  define as seeking to deliver  on why individuals have thought and 
feeling which might affect their behaviour. Meanwhile, the quantitative research is 
means analysing objective theories by exploring the relationship between variable and 
numbers. Additionally, mixed method research is an approach where the combination of 
both qualitative and quantitative methods (CIRT, 2018).  
 
The data for the study were collected using qualitative methods, which are concerned 
with understanding individuals’ perception of the world they live in (Bell, 1993). Caley 
et al. (1992) state that qualitative methods are designed to discover what happens in 
‘real life’ – the complex configuration of action and belief. Therefore, this research 
adopted qualitative approach for the following two reasons. Firstly, qualitative 
approaches are well placed to uncover the focus of the present study, namely how KSA 
construction organisations are embedding KM strategies for the competitive advantage. 
Secondly, because there is a little prior research on embedding KM for competitive 
advantage in the KSA construction organisations. 
 
4.6 QUALITATIVE RESEARCH METHOD 
 
Qualitative research is “an authority term covering an array of informative techniques 







of certain more or less certainly arising phenomena in the social world” (Van Maanen, 
1979,) which give rise to “detailed descriptions of events, conditions, and interactions 
between people and things providing depth and detail” (Patton, 1990). It is also 
subjective (Morgan, 1980), and generally related to a particular temporal and spatial 
domain (Van Maanen, 1979). The appropriateness of this approach to research is 
dependent on “the nature of the social phenomena to be explored” (Morgan and 
Smircich, 1980). 
 
4.7 DATA COLLECTION 
 
Data collection is a necessary to gather and measure information enable to give an 
answer to appropriate question and appraise the outcome. Research is conducted in 
order to investigate a problem and data collection technique is useful is gathering 
accurate information and to evaluate them. Semi-structured interviews were chosen as 
the data collection method because they have the potential to generate rich data to 
explore a range of perspectives and develop a holistic viewpoint (Cassell and Symon, 
1994, Kvale, 1983, Kvale, 1996). Interviews were recorded and transcribed. Interviews 
covered topics such as details of the business; key drivers for implementing KM 
strategies; key KM strategies implemented; key challenges for implementing KM 
strategies, KM strategies impact on competiveness; and currently available and future 




Sampling is the process in which a pre-determined number of observations are selected 







there is a larger population that due to numerous restrictions sampling is the only viable 
option in obtaining reliable responses that represent the views of the wider population. 
Sampling methods include probability and non-probability-based samples and in each 
category there are a number of techniques in order to select the most suitable sample in 
the context of the given research (Wilson, 2011; Bryman and Bell, 2011; Saunders et al, 
2012; Bryman, 2012).  
 
Fellows and Liu (2015) explains that the objective of sampling is to provide an 
appropriate representation of the population whilst ensuring the data collection methods 
and the processing components. In order to validate the representativeness of the 
sampling, statistical theory is implemented. In addition, it must be considered two 
typical errors in sampling which are the miscalculation of the sample size and the 
selection of biased groups.  
 
Kumar (2014) explains that the assessment of a sample in a qualitative research is not 
predetermined, and that the data gathering stops when data saturation is achieved. This 
happens when the new information is not adding different attributes to the sample or 
this new information is insignificant. Sampling that does not involve probability are 
more suitable for qualitative sampling, which include the purposive, expert, accidental, 
judgemental and snowball sampling (Kumar, 2014). On the other hand, Ponto (2015) 
adds that this sample must include individuals that can represent the attributes and 
distribution of the entire population (Ponto, 2015). 
 
The sampling method used in this study was purposive or non-probability sampling, 
whereby the subjective judgements of the researcher are used in selecting the sample 







samples that are both easily accessible and willing to participate in a study (Tashakkori 
and Teddlie, 2010). According to O’Leary (2004) non-probability sampling methods are 
used when there is need to answer the “how” and “why” questions. Therefore, a 
purposive sampling technique was used in order to achieve representativeness.  
 
A total of 50 top construction organisations in KSA were contacted of which 30 
organisations agreed to participate in this study. Firstly, the organisations were sent the 
invitation letter which stated about the research, ethical aspects of conducting 
interviews and the benefits of participating (i.e. sharing the summary of the results). 
Within the 30 organisations, the sample included directors, advisers and managers 
responsible for KM implementation in their respective organisations, as presented in 
Table 4.1. The participants were grouped by their job title: directors, advisors and 
managers. All the interviewees have considerable experience in the KSA construction 
sector; in particular they had relevant experience on knowledge management issues, 














4.9 DATA SATURATION  
 
An important sample size issue in qualitative research involves saturation of 
information (Strauss and Corbin, 1998). Mason (2010) analyses qualitative studies from 
PhD thesis and explains that such studies may have between four and eighty-seven 
interviews, with a mean value of twenty five. Creswell and Poth (2017) recommend 
twenty to sixty interviews for a study of this kind. The sample size of this study was 
based on the principles for data saturation theory explained by Francis et al. (2010). 
Responsibility of interviewee in the organization 
No. of  
Interviews 
Directors  
 Project directors 4 
 Associate director 3 
 Director of supply chain  4 
 Procurement director 2 
 Operations director 2 
 Human resources director 3 
Advisors  
 Construction project advisor 4 
 Knowledge management adviser 3 




 Senior Human Resources Manager 2 
 Construction Manager 3 
 19Human resources manager  4 
 Operations Manager 3 
 Building Information Manager 2 
 Knowledge management manager  3 








Saturation is a term used to describe the point when no new insights or range of ideas 
are generated through adding more data. In this study, data were collected until no new 
aspects of the KM related training strategies were revealed. In this study, actual 
saturation of data occurred before the 43 interview. Therefore, to ensure greater 
dependability and transferability (Creswell, 2014), a total of 46 professionals from 30 
KSA construction organisations were interviewed. 
 
The interview defined as conversation between interviewee and the researcher. 
According to Gray (2004), interview is the most rational method of research. It is 
largely explore and articulate the perception, feelings and understanding. As Cohen and 
Manion (1997) highlighted that interview benefits number of different purposes such as 
gathering information about a person’s knowledge and experience and used to test out a 
hypothesis  and their relationship.  
 
According to Bernard (1998) a semi structured interview question best used when only 
one chance to interview the interviewee. The semi structured interview question will 
assist to provide a reliable set of qualitative data. It also provides understanding in 
developing topic of interest that may abandon from the interview and develop a relevant 
and properly structured interview question. Generally, semi structured interview will be 
taped and transcript for analysis. This interview question can be prepared ahead of time 
and allows have a proper preparation before the interview take place. Semi structured 
interview also allows the interviewee freedom to express their opinions with their own 
terms.  
 
Since the method of examining the outcomes contains qualitative, the analysis of the 







providers in the field. The qualitative method was decided because the research will 
employ robust analysis Tariq and Woodman, (2013) that includes words, pictures 
and narrative which the data collected is more comprehensive. Saunders et al (2016 
p.394) stated that the data to be used to answer a broad range of research question as 
using qualitative approach.  
 
In this study, the interviews lasted between 30 and 90 minutes. The format of these 
interviews was face-to-face, and the transcripts were recorded and supplemented with 
field notes as appropriate. These interviews were recorded with permission and 
supplemented with field notes. During interviews, visible evidence of KM activities in 
the interviewed organisations (e.g. posters, awards) was also noted.  
 
Full, verbatim transcripts were produced to ensure nothing was omitted based on 
subjective filtering by the researcher. Audio tapes were frequently replayed to pick up 
additional data from voice inflection and demeanour, laughter and joviality, and other 
nuanced behaviour otherwise lost during transcription.   
 
 
4.10 DATA MANAGEMENT  
 
Blismas and Dainty (2003) made a number of significant points with regards to the use 
of software packages for data management which are acknowledged: the restriction of 
the study imposed by a software; importance of understanding how the software 
package operates and what the weaknesses are so these can be addressed; to remember 







the data is contained ‘within a single analytical environment’; a lot of work is required 
on the part of the researcher despite use of a software package; and importance of 
making any prejudices of the researcher apparent in the research explanation.  
 
Furthermore, in a comprehensive assessment by Morison and Moir (1998) on the pros 
and cons of using software for coding, limitations seemed to outweigh benefits. When 
purported efficiency of data management and retrieval capabilities were weighed 
against the potential loss of ‘familiarity with the data engendered through repeated 
handling, reading and re-reading that is part of the analytical process itself distancing 
researcher from the data through mediation of computer software’. Therefore, it was 
decided that a better approach was to use paper, pen and the capabilities of Microsoft 
Word. 
 
4.11 ETHICAL ISSUES 
 
Since the nature of qualitative data is based on interaction between researcher and the 
participants, it can be challenging throughout the different stages of study. By 
considering qualitative data collection in a research there are some ethical challenges to 
be taken into account. Qualitative data collected can be described as interpretive 
research where this method investigating why and how of a human being and the 
findings may be controversial if the interpretation is incorrect and bias. Therefore, 
ethical guidelines was been implemented in order to deal with ethical challenges of 
qualitative studies. The first stage is the ethical form submission to get approval from 
the University of Wolverhampton for this research. As far of the ethical form concern, it 







given information on the ethical guidelines as the relationship and the intimacy during 
the research, treated as “private and confidential”. The participant has been informed of 
the control and ownership of the data belongs to the researcher on the purpose of study. 
 
4.12 DATA ANALYSIS 
 
With regard to the type of analysis adopted in this study, it follows that of a qualitative 
technique (See Figure 4.1).  Miles and Huberman (1994) state that qualitative research 
focuses on ‘naturally occurring, ordinary events in natural settings, so researchers can 
have a strong handle on what real life is like’ (p. 67).  They also argue that another 
feature of qualitative data is their richness and holism with a strong potential for 
revealing thick descriptions that are vivid, nested in a real context, and have a ring of 
truth that has a strong impact on the reader (Miles and Huberman, 1994) and Wilson 
(2010) and Saunders et al (2012) are also in agreement.  
 
Qualitative research can be seen as representing two paradigms, each historically 
assuming different ontologies and epistemologies (Bryman and Bell, 2011; Bryman, 
2012).  A paradigm, in this sense, refers to our working assumptions of the world and 









Figure 4.1: Data analysis process for quantitative and qualitative data  
Source: Kumar (2014) 
 
As part of the analysis of the interviews, content analysis was employed. The past two 
decades have seen an increasing scholarly interest in qualitative methodologies to study 
complex business phenomena, borrowing and adapting from more established 
disciplines (Miles and Huberman, 1994). The content analysis began as a tool for 
quantitative researchers, now it is increasingly being used in qualitative studies 
(Silverman, 2004). Content analysis, a class of methods at the intersection of the 
qualitative and quantitative traditions, is promising for rigorous exploration of many 
important but difficult-to-study issues of interest to management researchers (Morris, 
1994).  
 
Weber (1990) defined content analysis as “a research method that uses a set of 
procedures to make valid inferences from text”. The key assumption is that the analysis 







At its most basic, word frequency has been considered to be an indicator of cognitive 
centrality or importance (Huff, 1990).  Scholars have assumed that groups of words 
reveal underlying themes, and that, for instance, co-occurrences of keywords can be 
interpreted as reflecting association between the underlying concepts (Weber, 1990).  
 
Applications of content analysis show three distinct approaches: conventional, directed, 
or summative. All three approaches are used to interpret meaning from the content of 
text data and, hence, adhere to the naturalistic paradigm. The major differences among 
the approaches are coding schemes, origins of codes, and threats to trustworthiness 
(Kondracki and Wellman, 2002). In conventional content analysis, coding categories 
are derived directly from the text data. With a directed approach, analysis starts with a 
theory or relevant research findings as guidance for initial codes. A summative content 
analysis involves counting and comparisons, usually of keywords or content, followed 
by the interpretation of the underlying context. The current study adopted a 
conventional approach to content analysis. Using content analysis enabled the 
researcher to include large amounts of textual information and systematically identify 
its properties, e.g. the frequencies of most used keywords in context by detecting the 
more important structures of its communication content.  
 
Fraenkel and Wallen (2003) noted that content analysis is a study of textual messages of 
human behaviour in an indirect way. This helps researchers generalise findings, predict 
the future, understand attitudes, values and cultural patterns of an organisation or an 
industry or a country. In the study, coding of the transcribed documents involved open 
coding of meaning units, that is, words, phrases, sentences, paragraphs, which 







themes. The themes have been cross-checked on group discussions between the authors 
and two fellow researchers.  
 
4.13 UNIT OF ANALYSIS 
 
One of the most basic decisions when using content analysis is selecting the unit of 
analysis. The unit of analysis is the element on which data is analysed and for which 
findings are reported (Neuendorf, 2002; Patton, 2002).  It is the major entity that is 
studied and to which the result will be applied. Lankoski (2000) identified seven units 
of analysis that were adopted in the KM related research: Nation/state/industrial sector 
or a community; Corporation – An organisation with subsidiary and/or several 
operating units/divisions; Division – An operating unit of a corporation, which in turn 
controls one or more operating units; Plant – A single unit or site where manufacturing 
takes place.  A plant may belong to a corporation or a division or it may be an 
independent operation (company/firm); Department – A sub-unit of a plant, which 
carries out a specific function or is responsible for a specific area of activity; Project – a 
transient activity with a specific end point; Individual – An individual member of the 
organisation, such as an employee, director or a manager. The unit of analysis adopted 
for this study was the KSA construction industry, and the embedded unit of assessment 











4.14 VALIDITY AND RELIABILITY 
 
Greenwood and Levin (2005) offered a succinct definition of validity in qualitative 
research: ‘validity is measured by the willingness of local stakeholders to act on the 
results thereby risking their welfare on the ‘validity’ of their ideas and the degree to 
which the outcomes meet their expectations. Thus, cogenerated contextual knowledge is 
deemed valid if it generates warrants for action. The core validity claim centres on the 
workability of the actual social change activity engaged in, and the test is whether or not 
the actual solution to a problem arrived at solves the problem’.  
 
Miles and Huberman (1994) referred to validity with terms such as internal validity and 
external validity. Internal validity refers to the accuracy and trustworthiness of the 
information. That is, whether it represents the participants’ reality. In other words, 
internal validity addresses whether the findings are credible (Creswell, 2003). In this 
study, threats to validity were minimised through triangulation of data collection 
methods (interviews, internal and external documents) and verification of the initial 
thematic codes by participants, where they judged the accuracy of data collected, 
though not its conclusions (Tajeddini and Mueller, 2012).  
 
External validity explains how generic the research findings are beyond the cases used 
in the study (Yin, 2003). External validity has been an important issue and the number 
one subject of discussion when discussing the quality of qualitative research. Yin 
(2003) notices that critics typically claim that no generalising can be undertaken on the 
basis of a few cases, let alone a single case. As to the external validity, the results of this 







4.15 THE DEVELOPMENT AND VALIDATION OF A 
FRAMEWORK FOR MANAGING KNOWLEDGE 
 
The empirical findings from the previous stages of the research study and aspects from 
critical review of literature were taken into consideration in the development of the 
framework. In this study, during face-to-face interviews, interviewees were asked the 
need for a framework for managing knowledge in their organisations. 89% of the 
interviewees cited the need for a comprehensive framework for management of 
knowledge. Therefore, a framework was developed (see chapter 10 for more details).  
 
The developed framework was validated with 6 professionals. The professionals had 
over 10 years of work experience in in KM initiatives implementation. The 
professionals had been informed by e-mail about the objectives of the research study 
and aim of the framework. Also attached to the email was the developed framework.  
This e-mail was sent one week prior to the face-to-face interview so as to create an 
opportunity for the interviewees to review the developed framework. The experts 
selected were required to provide comments on the developed framework. The 
interviews lasted between ten and fifteen minutes. The format of these interviews was 
face-to-face. All face-to-face interviews were recorded with permission and later 




This chapter provided an overview of the research methodology and procedures used in 
the acquisition and analysis of empirical evidence used to determine how KSA 
construction organisations are embedding KM strategies for the competitive advantage.  







research study. Content analysis was used to analyse qualitative data. Results from the 
analysis of qualitative and quantitative data are discussed in Chapter 5, Chapter 6, 
Chapter 7, Chapter 8, Chapter 9, and Chapter 10.   
 
The next chapter (i.e. Chapter 5) will discusses the key drivers that have fuelled the 











CHAPTER 5 : DRIVERS FOR MANAGING 
KNOWLEDGE IN THE KINGDOM OF SAUDI 





This chapter 5 discusses the key drivers that have fuelled the need for managing 
knowledge in the KSA construction organisations.  The results are based on the 
perceptions of the 46 interviewees who participated in this study. The findings are also 
substantiated with the relevant literature. 
 
In this study, during face-to-face interviews, in order to capture the key drivers that 
have fuelled the need for managing knowledge in the KSA construction organisation, a 
question was raised, i.e. what drivers have fuelled the need for managing knowledge in 
your organisation? Five key drivers were revealed. Each of these key drivers is 
discussed in detail from section 5.3 to 5.7. In doing so, this chapter addresses the first 
research question of the current study, “what are the key drivers that have fuelled the 
need for managing knowledge in the KSA construction organisations”. Overall, this 
chapter addresses the first research objective which is “To explore and document the 
key drivers for managing knowledge in the KSA construction organisations”. 
 
5.2 THE KEY CHALLENGES FOR MANAGING KNOWLEDGE IN THE 
KSA CONSTRUCTION ORGANISATIONS 
 
 
Table 5.1 presents the key drivers that have fuelled the need for managing knowledge in 
the KSA construction organisations as revealed by those interviewed in this study. From 
the data in Table 5.1, it is apparent that the single most important driver for managing 







assets, to sustain staff skills, to accelerate knowledge flow, and to gain sustainable 
competitive advantage.  
 
Table 5.1: The drivers for managing knowledge in the KSA construction organizations 
Sl. 
No 
Driver for managing knowledge Total number of interviewees cited (N=46) 
1. 1 To improve cost savings  85% 
2.  
To capture key knowledge 
assets 
80% 
3.  To sustain staff skills   74% 
4.  To accelerate knowledge flow  70% 
5. 3 




5.3 TO IMPROVE COST SAVINGS 
 
To produce high-quality products, to deliver impeccable service and to keep abreast of 
technological development organisations require skilled employees. They need to hire 
employees who are able to share knowledge and develop firm-specific competencies. 
Without skilled employees firms cannot develop core competencies (Leonard-Barton, 
1992). The core competence of the organisation lies in the knowledge and skills of its 
people. Basic codified systems do not create competitive advantage. It is the skills and 
abilities of people that dictate the future of the organisation. In this study, 85% (39 of 
the 46) of the interviewees noted that cost savings was the key drivers for managing 
knowledge in their organizations. Many of these interviewees noted that their 
organizations are expecting cost savings through capturing and sharing best practices 







practices can reduce cycle time, reduce defects, reduce re-work, reduce material 
consumption, and reduce process inefficiencies. This in turn could contribute to 
improved costs savings.  
 
KM was found to have most impact on the cost of design changes at organisational and 
project levels. Despite the perception that design change is inevitable during the 
construction phase of a project, it was found that implementing KM had impact in 
reducing client and other supply chain related changes. For instance one of the 
interviewees stated that; “design is an iterative process therefore change is inevitable”, 
it was found that the early involvement of and collaboration among supply chain 
organisations had a positive impact in reducing the incidences and cost of design 
changes.  
 
According to another interviewees: “sub-contractors are brought in during the 
conceptual stage of projects, which helps enormously as they are able to make 
enormous contributions to identify all the work that is required for a paricular project 
and the cost implications. If you can get all the parties involved to buy in from the 
design stage all the way through the project, you sort of eliminate stupidity waste”. 
 
5.4 TO CAPTURE KEY KNOWLEDGE ASSETS 
 
In this study, 80% (37 of the 46) of the interviewees noted that capturing knowledge 
assets was the key drivers for managing knowledge in their organizations. ‘Capture’ 
involves the act of recording identified knowledge in organizational files and 
knowledge bases. Collison and Parcell (2001) described knowledge capture as a means 







capturing knowledge is to identify the sources of critical knowledge that might be at 
risk in an organisation e.g. employee leaving due to downsizing or retirements.  
 
 
5.5 TO SUSTAIN STAFF SKILLS   
 
In this study, 74% (34 of the 46) of the interviewees noted that to sustain staff skills was 
the key drivers for managing knowledge in their organizations. There was evidence of 
knowledge sharing and knowledge transfer through mentoring in order to retain the 
knowledge of experienced staff and to improve the skills of the less experienced ones. 
For instance, one of the interviewees noted that their organisation has a mentoring and 
line management system which result reduces knowledge erosion or knowledge loss. 
Similarly another interviewees commented that “people always work together in a 
group basically for every position you find out that there are two or three other people 
that are involved. At times unfortunately if we lose a good staff, another person is there 
as capable as the other guy leaving. A loss of someone probably does not mean that the 
knowledge is being lost”.  
 
There was a general view that the construction industry is project-based and that every 
project is unique therefore adversely affecting the impact of KM. The construction 
industry is like a mobile factory. Other industries have a base and a facility. 
Construction business is the only business where the construction site is the factory. 
When you finish, the factory is taken away and the building is left. Perhaps this effect is 
felt by personnel and teams who have to split and move on to other different projects. 
One of the interviewees stated that: “At the end of this project, there was a review on 







or the same project in 5 years’ time, unfortunately the people who have gone through 
that painful experience on the earlier job are not around with the company or are not the 
people allocated with the experience of that to the new project”. 
 
5.6 TO ACCELERATE KNOWLEDGE FLOW 
 
In this study, 70% (32 of the 46) of the interviewees noted that to accelerate knowledge 
flow was the key drivers for managing knowledge in their organizations. Accelerating 
knowledge flow in organisations is a fundamental research issue in the field of KM 
(Bontis, et al., 2003). Nonaka and Takeuchi (1995) examine how Japanese companies, 
in contrast to Western companies, have been successful in mobilising knowledge assets 
both within and outside the organisation. They describe organisational knowledge 
creation as a continuing interaction and exchange. To enhance the knowledge flows 
between people to stimulate innovative thinking organisations should first conduct 
knowledge audit and develop a knowledge map of the sources, sinks, and flows of the 
knowledge in the organisation (Liebowitz, 2005).  
 
For example, organisations need to achieve a better understanding of the flow of 
materials and energy in the construction production systems and better information on 
waste sources and uses. Capturing this knowledge of how to use it will allow broader 
reuse opportunities and greater potential for waste minimisation. The real value of KM 
emerges when employees share their interpretations and insights about better process 
and materials management (Egbu, et al., 2005). Knowledge maps can help in 
identifying barriers to the flow of knowledge. For example, often ‘green products’ draw 
on used components; these are then tested, re-engineered and reassembled into ‘new’ 







and environmental effects. However, to produce a re-engineered product as good as, or 
better than new, and to meet the new sustainability challenges require some new 
knowledge.  Knowledge maps can quickly connect experts with each other or help 
novices identify experts promptly. As a consequence, knowledge maps can speed up the 
knowledge seeking process and facilitate systematic knowledge development since they 
connect insights with tasks and problems. 
 
5.7 TO GAIN SUSTAINABLE COMPETITIVE ADVANTAGE 
 
In this study, 65% (30 of the 46) of the interviewees noted that to gain sustainable 
competitive advantage was the key drivers for managing knowledge in their 
organizations. Saunders (2000) states that, “Every day, knowledge essential to the 
business walks out of the door and much of it never comes back. Employees leave, 
customers come and go, and their knowledge leaves with them. This knowledge drain 
costs time, money and customers for the organizations”. Hence, adopting KM strategies 
will help to identify and disseminate knowledge of employees and customers, thereby 
enabling a sustainable competitive advantage for organizations. Egbu et al. (2005) 
suggest the role of KM for competitive advantage include: enhanced organizational 
innovation and knowledge creativity- new service, rapid commercialization, and 
renewing unique knowledge and expertise; immediate results in solving organization-
wide problems; improved organizational  productivity in delivering services to clients; 
formalized knowledge capture system can be established (Best practices, lessons 
learned); improved capture and use of knowledge from sources outside the firm; 
knowledge integration within firms; improved on-the-job training of employees; 







the creation of opportunities for  organizations;  and enhanced and streamlined internal 
administrative processes.  
 
Other competitive advantages are: enables the identification of knowledge gaps: KM 
identifies what knowledge is needed to support overall organizational goals. It also 
focuses efforts on knowledge needed to satisfy present clients and to win new clients; 
identifies knowledge assets: KM provides the inventory of knowledge assets, allowing 
them to become more “visible” and therefore more measurable and accountable; and 
provides a clearer understanding of the contribution of knowledge to organizational 
performance. It also offers the opportunity for the re-use or better use of valuable 
knowledge; and improved efficiency: systematic KM processes avoid the duplication of 
effort and saves external expenditure on knowledge already known internally. 
 
5.8 SUMMARY  
 
To improve organisational performance, KSA construction managers have to recognise 
and better understand the key knowledge assets available within the value chain. It is 
critical for organisations to understand the key drivers before implementing KM 
initiatives. If organisations do not fully comprehend what drives the need for managing 
knowledge, they may fall into the trap of creating an inefficient KM strategy and 
operational plans.  
 
KM could impact peoples learning, adoptability and job satisfaction. KM can facilitate 
employees’ creativity and group effectiveness through formal and informal 
socialisation. To avoid brain-drain, KSA construction organisations need to develop and 







strategies.  Some of the knowledge capture strategies include: retaining the best people, 
mentoring and coaching, sharing best practices, sharing lessons learnt and 
documentation.  
 
The study concludes that identifying and understanding the key drivers for managing 
knowledge is a complex process. As revealed in the current study, the single most 
important driver for managing knowledge is to improve cost savings. This is followed 
to capture key knowledge assets, to sustain staff skills, to accelerate knowledge flow, 
and to gain sustainable competitive advantage. A complex mix of political, economic, 
social and environmental forces drives KSA construction organisations to manage 
knowledge. Therefore, understanding the drivers for implementing KM strategies is 
important. This understanding could assist decision makers to develop KM strategies 
based on the drivers. 
 
This chapter has addressed the first research objective of the current study, “to explore 
and document the key drivers for managing knowledge in the KSA construction 
organisations”. Therefore, this chapter has answered the first research question which is 
“what are the key drivers that have fuelled the need for managing knowledge in the 
KSA construction organisations?” The next chapter (i.e. Chapter 6) will discusses the 













CHAPTER 6 : KNOWLEDGE MANAGEMENT 
STRATEGIES IMPLEMENTED FOR COMPETITIVE 
ADVANTAGE IN THE KINGDOM OF SAUDI ARABIA 







The purpose of this Chapter is to present the key KM strategies that have been 
implemented in the KSA construction organisations. The results are based on the 
perception of the 46 participated interviewees. The findings are also substantiated with 
the relevant literature.  In this study, interviewees were asked list and describe key KM 
strategies that have been implemented in their organisation through face-to-face 
interviews. This study revealed three key initiatives under the umbrella of KM that have 
been implemented across organisations that have participated in this study (see Table 
6.1). They are: sharing knowledge, capturing knowledge, and mapping knowledge. 
Each of these initiatives is discussed in details from section 6.3 to 6.5. Finally, section 
6.6 summarises the key findings. In doing so, Chapter 6 addresses the second research 
objective, which is “to investigate and document the key knowledge management 
strategies that are currently being implemented in the KSA construction industry.” and 
second research question, which is “what are the key KM strategies currently being 
implemented in the KSA construction organisations?”. 
  
6.2 KEY KM STRATEGIES IMPLEMENTED FOR COMPETITIVE 
ADVANTAGE IN THE KSA CONSTRUCTION ORGANISATIONS   
 
In this study, interviewees were asked to list and describe key KM strategies that have 







shows the three key KM strategies as revealed by those interviewed in this study. Each 
of these key strategies is discussed in detail below 
Table 6.1: Implementation of KM strategies for competitive advantage in the KSA 
construction organisations 
 
Sl. No KM strategies implemented 
Percentage of interviewees 
cited (N= 46) 
1 Sharing knowledge  85% (39/46) 
2 Capturing knowledge  70% (32/46) 
3 Mapping knowledge  50% (23/46) 
 
 
6.3 SHARING KNOWLEDGE   
 
Knowledge sharing is the voluntary dissemination of acquired skills and experience to 
the rest of the organisation (Davenport, 1997). Some define internal knowledge sharing 
as the beliefs or routines for disseminating knowledge and experience across the units 
of an organisation (Calantone, et al., 2002; El Badawy, et al., 2015). The acts of sharing 
are very important since an individual’s knowledge will not have much impact on the 
organisation unless it is made available to other individuals (Nonaka and Takeuchi, 
1995). A lack of knowledge sharing may inhibit or hinder KM efforts (Ipe, 2003). 
Although knowledge exists at different levels of an organisation, for instance, at the 
individual, team, and organisation levels, sharing of knowledge at the individual level is 
critical to an organisation. 
 
In this study, 85% (39 of the 46) of the interviewees noted that their organisations have 







include: to share best practices, to share latest policy issues with key employees, and to 
accelerate and improve the flow of knowledge between key stakeholders (e.g. between 
procurement team and design team). In this study, most often cited knowledge sharing 
techniques and technologies include: community of practice, pod casting, face-to-face 
discussion, mentoring, seminars, bulletin board, company television channels, team 
briefs, teleconference, forums, telephones, mentoring and shadowing, an organisation’s 
newsletters, leaflets, and websites. 
 
For instance, one of the interviewees noted that:  
“Sharing successes and failures stories in meetings and discussions with 
employees and key stakeholders are often critical to our success. We 
also use newsletters as a channel to share success stories, how our 
colleagues or teams have succeeded in reducing waste or delivering 
higher quality product, or increased customer satisfaction”. 
 
Of the interviewees, 65% (29 of the 46) of the noted that their organisations have 
monetary and non-monetary reward system for sharing knowledge; 61% (28 of the 46) 
noted that their organisations encouraged experienced employees to share their 
knowledge with new or less experienced employees; 52% (24 of the 46) noted that their 
organisations have a specific training programme for expanding awareness on sharing 
knowledge; and only 44% (20 of the 46) noted that their organisations created new job 
roles and positions (e.g. knowledge transfer officers) for sharing knowledge.  
 
For instance, in this study, one of the interviewees noted that their organisation has 
established a cash prize in recognition of employees’ exemplary sharing of knowledge 







their regular job responsibility and to become eligible for a cash award of SR250 to 
SR500. Another interviewee noted that:  
“We have different types of monetary reward systems within our 
company for encouraging and recognising employee performance with 
respect to knowledge management. However, I believe that there should 
be a mixture of monetary and non-monetary rewards”.  
 
Interviewee from the large multinational company noted that:   
“We believe in team working and thus allow the rewards on the 
achievement of team task rather than individuals because if we do so, 
employees that are less competent may feel de-motivated. This allows 
the employees to be active in sharing the knowledge.” 
 
However, many interviewees believe that, monetary benefits are not the only way to 
encourage knowledge sharing culture. To encourage employees, many organisations in 
this study, give out special ‘knowledge management awards’ every month, quarter, or 
annually to teams or an individual who successfully introduce new KM related 
processes. Typical non-monetary rewards include: public recognition through press 
releases, newsletter which is distributed to key stakeholders such as suppliers, 
employees, and local communities and letters of thanks and commendation. Another 
interviewees from the large construction company echoed the same view that:  
“I think non-monetary incentives such as recognition and employee 
appreciation are more rewarding and valued by employees rather than 
mere monetary rewards. Promotion and job enrichment are the real 







to promote employees who are encouraging the flow of knowledge 
rather than restricting it.” 
 
However, one of the interviewees noted that:  
“…There are no specific incentives in our organisation. Employees are 
highly subjective about their tasks and there is a consistent habit of 
knowledge sharing within the organization among employees.” 
 
Analysis of the above results suggests that reward system is a critical tool to implement 
KM strategies in the KSA construction organisations. But the problem with many 
reward systems and incentives for sharing knowledge is that useful knowledge comes 
from the lower cadre in the organisation, from people who are not on incentive systems 
and probably respond much more readily to the feeling that they belong to highly 
motivated, leading edge, innovative groups of people (Olatokun and Nwafor, 2012). 
 
It is evident from the above results that knowledge sharing strategies are well 
implemented in the KSA construction organisations. It is evident that organisations are 
increasingly recognising the importance of utilising their knowledge assets. This 
recognition is manifested by the creation of reward systems, training programmes and 
appointment of KM specialists to promote knowledge sharing culture in their 
organisations.  
 
However, 15% (7 of the 46) of the interviewees noted that their organisations do not 
have knowledge sharing strategies. Some of the key concerns cited by these 
interviewees include: lack of top management support, employees reluctant to spend 







and realisation of the value and benefit of possessed knowledge to others. One of the 
most important issues when working on a KM strategy is to create the right incentives 
for people to share and apply knowledge (Olatokun and Nwafor, 2012). Whittington, et 
al., (1999) noted that the focus of change is not only on organisational process and 
structure, but also organisational culture. This will, in turn, help harness the 
discretionary effort essential for installing a sustainable enterprises culture and 
successfully propelling the entire organisation into future. Therefore, it is suggests that 
cultural change initiatives such as incentive and reward systems for promoting 
knowledge sharing need to be institutionalised.  
 
According to Nonaka and Takeuchi (1995), information is the “flow of message”, and 
knowledge is created when this flow of messages interacts with the beliefs and 
commitments of its holders. Also they argued that organisations cannot create 
knowledge without individuals, and unless individual knowledge is shared with other 
individuals and groups, the knowledge is likely to have limited impact on organisational 
effectiveness.  Skyrme (2001) noted that compensation and recognition for contributing 
to knowledge sharing efforts is not sufficiently rewarded to individuals by the 
organisation. If there is inadequate remuneration, KM strategies can potentially fail as 
people are less likely to contribute to it. Personal reward systems must support the 
culture of sharing knowledge (Mayo, 1998). To improve this process, it is crucial to 
reward employees that contribute their expertise and to make sure employees 
understand the benefits of KM.  
 
The concept of culture is particularly important when attempting to manage 
organisation-wide change (Senge, et al., 2007). Practitioners are increasingly realising 







structures and processes, but also changing the organisational culture including reward 
systems as well. This is also the case of KM strategies deployment in the KSA 
construction organisations, which demands a cross-functional teamwork, commitment 
and active participation. 
 
6.4 CAPTURING KNOWLEDGE   
 
Many construction organisations are now engaging in KM in order to leverage 
knowledge both within their organisation and externally to their shareholders and 
customers. Ulrick (1997) suggested that organisations need to be able to capture the 
tacit knowledge of its employees and to do this effectively; it is argued that 
management needs to involve and engage employees fully in the activities of the 
organisation. According to Tan et al. (2010) knowledge capture is to identify and store 
knowledge and evaluate information captured; knowledge sharing is to exchange and 
transfer knowledge to an individual or organisation through media; knowledge re-use is 
to re-apply knowledge stored for innovation and updating knowledge is to archive and 
refine knowledge in the repository and keep necessary information up to date. Brooking 
(1996), noted that only 20% of knowledge available to an organisation is actually used 
and the remaining 80% of the employee’s knowledge is wasted without effectively 
capturing it. 
 
In this study, only 70% (32 of the 46) of the interviewees noted that their organisations 
have implemented knowledge capturing strategies. The key reasons cited by these 
interviewees include: to improve sustainable competitive advantage, to reduce 
economic risks, to reduce re-work, and to reduce new hires learning time.  For instance, 







“Our organisation has lacked knowledge about the latest 
fiscal/regulatory measures, consequences of waste, what happened to it 
and the potential for reducing it. Therefore, there was a strong need for 
us to know regarding these issues. In an effort to capture waste 
management related knowledge, we send our key employees to attend 
waste management training course to gain the necessary skills. I must 
admit that training programme was very good. After attending the 
training course, our employee’s hands-on training experience served as 
the primary source of knowledge about waste reduction activities”. 
 
Analysis of the above statement suggests that organisations are capturing from external 
consultants. Using partnerships or strategic alliances specially to capture knowledge is a 
fairly common practice among the interviewed organisations in this study. Most often 
cited strategies used under the umbrella of ‘knowledge capture’ include: encouraging 
employees to participate in project teams with external experts (68%), capturing 
knowledge from external sources (65%) (e.g. academic institutes, Government 
organisations), a written knowledge capture policy (60%), dedication of resources for 
knowledge capture (50%), IT infrastructure (45%), specific training programmes (35%), 
and reward systems to promote knowledge capture strategies (30%).  
 
Tan et al. (2007) deduces that knowledge capture encompasses three sub-processes. 
Firstly and foremost, the identification and location of knowledge: concern with the 
discovering of the natures of knowledge to be managed and the location where such 
knowledge is situated for learning (Markus, 2001). Secondly, representation and storage 
of knowledge: meaning indexing, organising and structuring knowledge into exact 







validation of knowledge: to ensure the credibility of knowledge captured and proper 
storage, with all relevant related facts and in the right format (Kasimu et al., 2013). 
Dalkir (2005) classified KM technologies according to the following schemes: (a) 
communication, (b) collaboration, (c) content creation, (d) content management, (e) 
adaptation, (f) elearning, (g) personal tools, (h) artificial intelligence, and (i) 
networking. The two important techniques used in the capture of tacit knowledge are 
content creation and content management using artificial intelligence tools such as 
decision support systems and expert systems. In this study, most often cited knowledge 
capturing techniques and technologies include: capturing best practices through 
interviewing “experts”, intranet, learning histories, exit interviews, conducting surveys, 
after-action-review, real time audio and video recording and minutes of meetings.  
 
In this study, 30% (14 of the 46) of the interviewees noted that their organisations do 
not have any strategies to capture knowledge. Some of the concerns cited by these 
interviewees include: difficulty to capture tacit knowledge, too expensive, difficulty to 
capture knowledge from external stakeholder, lack of awareness, and lack of knowledge 
capture tools. Noordin et al. (2012) stressed that failure to capture the knowledge and 
experiences during the construction phase will result in a great loss to not only the 
organisation, but represent unnecessary wastages of assets. Indeed, Kasimu et al. (2013) 
expressed that knowledge across a project is key, in order to transfer knowledge from a 
current project to future developments. In other words, allows individuals to use 
existing proven knowledge to solve issues as a substitute of generating new knowledge, 
which can take up vast amounts of time and resources (Fernie et al., 2003). Thus by, 
this has shown the need for the development of appropriate strategy for capturing 
knowledge of construction projects by using technology, techniques, concept and tools. 







prevent the loss of critical knowledge due to retirement, downsizing and outsourcing 
and discards the experts and professionals at the expiration of the project.  
 
However, this study results suggest that, the level of implementation of knowledge 
capturing strategies is moderate. The results are not surprising because Suresh and Egbu 
(2012) revealed that the level of implementation of knowledge capture initiatives is still 
in their infancy in the construction sector. The construction industry is characterised by 
a wealth of experiential knowledge, yet senior staff retire or leave organisations 
regularly, potentially taking tacit knowledge and a potential source of competitive 
advantage with them. Capturing key lessons learned by others as well as good work 
practices helps to prevent firms from repeating errors while allowing new project teams 
to build on the work of their predecessors (Dixon, 2000). Therefore, the KSA 
construction organisations should decide how best to cope with this problem such that 
as much knowledge as possible is retained within organisational boundaries. 
 
6.5 MAPPING KNOWLEDGE   
 
In this study, only 50% (23 of the 46) of the interviewees noted that their organisations 
have implemented strategies related to mapping knowledge.  Some of the knowledge 
mapping tools that are most commonly used include: corporate yellow pages, expertise 
database, hard-tagging experts, mind map, business process map and topic maps.  The 
key reasons cited by the interviewees for mapping knowledge include: to improve the 
flow of knowledge, to identify internal knowledge assets, and to improve accessibility 
to knowledge. For instance, one of the interviewees noted that: 
“Recently, we have modified our company webpage and included a 







included a sitemap of valuable ‘know-how’ and ‘how to do’ on H&S. 
This section includes: quarterly electronic newsletters, annual H&S 
reports, key contacts related to H&S, emerging H&S issues, experts’ 
opinions and success stories related to H&S in our organisation”.  
 
The aforementioned statement reveals that, organisations are mapping knowledge. 
Knowledge mapping aimed at the external stakeholders such as communities is most 
relevant when it comes to visualising and presenting organisation H&S performance. 
This can be a form of marketing where the purpose is to attract positive attention, and in 
the extension some kind of pay-off, new clients/customer contacts, invitations or 
recognition. The company homepage is an obvious technology for this type of 
communication. The benefits of using maps in this way improve relationships with the 
external stakeholder as well as internal staff and a sense of common commitment 
towards H&S.  
 
The most often cited strategies implemented for mapping knowledge include: 
identification of internal and external knowledge sources (45%), conducting knowledge 
audit (40%), dedication of time for mapping knowledge (30%), encouraging employees 
to participate in mapping process (25%), project teams with external mapping experts 
(23%), information and communication technologies (ICT) infrastructure (20%), 
specific training programme(s) (17%), and reward system(s) to promote knowledge 
mapping initiatives (11%). Overall this study results suggest that knowledge mapping 
strategies are less implemented in the construction and the NPOs sector. This could be 
due to the current KM literature has only a few stories to illustrate the potential of such 







predicted that they may soon become a standard element in organisations’ knowledge 
management strategy. 
 
Significantly, 50% (23 of the 46) of the interviewees noted that their organisations do 
not have any strategies for mapping knowledge. Some of the key reasons cited by these 
interviewees include: lack of knowledge mapping awareness, lack of infrastructure, 
difficult to map stakeholder’s knowledge, and difficult to map tacit knowledge. 
Knowledge mapping confers benefits such as improved ability to locate knowledge in 
processes, people, repositories and context; and improved awareness of islands of 
expertise and evaluation of intellectual and intangible assets, improved decision making 
and problem solving by providing applicable information, and effective knowledge 
sharing associated with knowledge exploitation in organisations (Davenport and Prusak, 
1998; Eppler, 2003). Conducting ‘knowledge auditing’ would show how organisation 
currently creates new knowledge, stores, access, use and share the knowledge that they 
need to do their jobs. According to Burnett, et al., (2004) a successful audit should 
effectively reflect the organisation knowledge assets and how it flows. It also shows key 
internal and external sources of knowledge that organisations are using for solving day-




Knowledge is an organisations most critical asset and a source of lasting competitive 
advantage. The construction industry is one of the critical industries that operates in an 
information-rich environment, which relies heavily on knowledge as one of the strategic 
resources to ensure the tasks associated with the domain can be performed effectively 







recognised and accepted as a valuable organisational resource in the KSA construction 
business. As revealed by the study, the three key KM strategies have been used in the 
KSA construction organisations at different levels of implementation. They are: sharing, 
capturing, and mapping knowledge. This study results suggests that the extent of 
implementation of initiatives related to sharing knowledge is relatively high when 
compared to capturing and mapping of knowledge. Strategically, tacit knowledge 
capture is critical when an issue of knowledge continuity arises or due to other concerns 
with groups and the organisation as a whole. Employee’s especially new hires are 
facing steeper, longer learning curves at the same time that construction organisations 
are looking for faster revenues and higher productivity. Therefore, there is a great need 
to develop systems that capture tacit knowledge more effectively in the KSA 
construction organisations.  
 
The KSA construction organisations can benefit from developing a knowledge map or 
taxonomy that describes the knowledge critical for operations, skills required to perform 
the tasks, and individuals currently performing these critical tasks. However, it is 
evident from the current study results that knowledge mapping strategies is under 
implemented across the KSA construction organisations. This could be due to the fact 
that mapping of knowledge is in its infancy in the construction organisations. Therefore, 
there is an urgent need for developing and deploying industry wide knowledge mapping 
awareness programmes to improve understanding on the concept and benefits of 
mapping knowledge. The research concludes that managing knowledge is an integrated 
and complex process.  
 
The practical implication of this research is that the KM should not only focus on the 







but should also address strategic concerns at group and organisational levels. Therefore, 
construction organisations in the KSA must also hone in on these basic modern day 
truths and implement KM training programmes which focus both on tacit and explicit 
knowledge. Taken together, the impact of management commitment and leadership, 
KM policies, structures, reward systems, training programmes and performance 
reporting are key factors in successful implementation of KM strategies in the KSA 
construction organisations. 
 
This chapter has addressed the second research objective of the current study, “to 
investigate and document the key knowledge management strategies that are currently 
being implemented in the KSA construction industry”. Therefore, this chapter has 
answered the second research question which is “what are the key KM strategies 
currently being implemented in the KSA construction organisations?” The next chapter 












CHAPTER 7 : KNOWLEDGE MANAGEMENT RELATED 
TRAINING STRATEGIES IN KINGDOM OF SAUDI 





The purpose of this Chapter is to present the key KM related training strategies adapted 
in the KSA construction organisations. The results are based on the perception of the 46 
participated interviewees. The findings are also substantiated with the relevant 
literature.  In this study, interviewees were asked list and describe  KM specific current 
training programme in place and need of future KM specific training programme 
through face-to-face interviews. This study revealed seven types of KM specific 
training strategies adopted in the KSA construction (see Table 7.1). They are: training 
programmes specifically designed for KM, communication skills, time management 
skills, training on-the-job, mentoring, leadership skills, and client management. 
Furthermore, the study revealed five types of future KM specific training strategies 
needed in the KSA construction organisations. They are: capturing knowledge, sharing 
knowledge, creating culture for KM, knowledge mapping, and efficient use of KM tools 
(see Table 7.2). Finally, section 7.4 summarises the key findings. In doing so, Chapter 7 
addresses the third research objective, which is “to critically appraise and document the 
key knowledge management related training strategies adopted in the KSA construction 
organisations”. In doing so, section 7.2 addresses the third research question of the 
current study, which is “what are the future KM specific training strategies adopted in 
the KSA construction organisations?”. Furthermore, section 7.3 addresses the fourth 
research question of the current study, which is “what are the future KM specific 







7.2 THE NATURE OF TRAINING PROVISION THAT CURRENTLY EXIST 
FOR KM IN KSA 
 
 
During the semi-structured interviews in this current study, the subject of training was 
raised, i.e. “in your organisation, is there any specific KM specific training programme 
in place”? The interviews with 46 professionals from the KSA construction 
organisations revealed seven types of KM specific training strategies adopted in the 
KSA construction organisations (see Table 7.1).  




Current KM specific training 
strategies  
Percentage of interviewees 
cited (N=46) 
1 Training programmes specifically 
designed for KM  
63% 
2 Communication skills 57% 
3 Time management skills 37% 
4 Training on-the-job 37% 
5 Mentoring  19% 
6 Leadership skills  19% 
7 Client management  19% 
 
In this study, 63% (29 of the 46) of the interviewees asserted that they had a training 
programmes specifically designed for KM implementation. Most often cited topics 
under the KM training programmes include: drivers for KM, strategies, sharing 







revealed instances where members of staff had to submit reports after attending external 
training. In one of the organisations, external training was encouraged, for which 
employee’s paid 20% of the training fee and the remaining 80% was paid by the 
organisation. For instance, one of the interviewees in the current study had attended the 
training course titled, “improving business performance through knowledge 
management initiatives”. The interviewee further noted that he now fully realises the 
importance of knowledge and the amount of key knowledge available within his 
organisation.  He also thought that training within organisation, for KM, is very 
important and would be adopting mentoring as part of knowledge capture initiative. 
 
In the study, for external training, KSA construction organisations would prefer a one 
hour training programme which deals with the benefits, challenges and case studies of 
other construction organisations who have successfully implemented knowledge 
management initiatives. The interviewees also said that most of the training 
programmes were hosted in Riyadh and hence they would prefer training to be 
conducted regionally. This would enable more employees in construction organisations 
to attend. 
 
In other organisation, one of the interviewees suggested that they had in-house training 
for KM. The UK based CITB (1988) study which shows that most construction 
organisations prefer in-house training courses to external courses. Findings from this 
study suggest that nearly 30 years after the CITB study, the attitude towards in-house 
training has not changed. Three reasons given for in-house training on KM are: In-
house courses are cheaper than external courses; In-house courses are directly geared 
towards meeting the objectives/needs of the organization; and there seemed to be very 







However, 37% (17 of the 46) interviewees stated that they did not have any training (a 
specific to KM). The reasons stated were: KM in construction industry is a specialised 
area and to the best of their knowledge; no external training providers offered courses in 
this area; Professionals had to make a case why particular training was important and 
how it would help the organisation. Hence, 17 interviewees said that they lacked the 
awareness of KM benefits and did not present a case to their management to attend KM 
training course. For instance, one of the interviewees stated that:  
 
“Employees training programmes demand a significant investment in 
terms of both financial and human resources. Training can also take up a 
great deal of time which could adversely effects schedules and 
deadlines”.  
 
This was further emphasised by another organisation’s manager who noted that training 
was a waste of time and did not feel the need to attend training because he felt he was 
too busy dealing with urgent tasks for the day-to-day survival of his organisation. 
Furthermore, interviewee noted that professionals in the construction industry are 
usually recruited because they are experienced and familiar with the industry; therefore 
there was no need for training specific to KM.  
 
A literature review indicated that training for KM in specific business settings, had not 
been fully developed (Muscatello and Joseph, 2003). The current study results suggests 
that for effective implementation of KM strategies, there is an urgent need for KSA 
construction industry to develop and deploy appropriate KM related management 
training programme(s). The challenge, therefore, is for business schools and training 







Development (CPD) programme(s) and executive training programme(s) are valuable 
ways to raise knowledge management  awareness. Education and training programmes 
should be re-orientated to cover aspects of knowledge, data and information; KM 
processes, technology and people; managing construction stakeholder knowledge; 
critical success factors; and benefits of KM strategies. The education and training 
should be dynamic and adaptable to the increasing changing needs of business, society 
and people at large. 
  
In this study, 57% (26 of the 46) interviewees noted that they had a communication 
skills related training programmes. Most of these interviewees noted that 
communication training on the job is the most crucial factor. The interviewees stated 
that a wide range of communication related training programmes are undertaken by 
them to train the manager and the staff members within the organisation. Such training 
is said to be helpful for improving the skills and knowledge of the employees and 
improves their overall performance. For instance, one of the interviewees stated that: 
 
“we have a perception that investment in communication skills will 
enables organisations to get an edge among the clients base.”  
 
Analysis of the above statement reveals that development of the communication skills 
and abilities of the employees is directly related to overall performance and client 
satisfaction for the organisation. 
 
In this study, 37% (17 of the 46) interviewees noted that they had a time management 








“Properly implemented time management training programmes can help 
in harnessing their knowledge, building confidence and creating well-
developed client services”.  
 
Analysis of the above statement reveals that development of the time management skills 
and abilities of the employees is directly related to overall performance and client 
satisfaction for the organisation. 
 
The study findings are also in alignment with the literature which states asserts that 
employee communication and time management training pays a highly significant role 
in the improving the performance and the productivity of the employees. Such 
consistent training programmes also serve to be useful in enhancing the knowledge, 
attitudes of the employees, skills, thereby encouraging the growth and development of 
the employees skills (Nassazi, 2013; Hafeez and Akbar, 2015; Facteau, et al. 1995).  
 
In this study, 37% (17 of the 46) interviewees noted that they had a on the job training 
and 19% (9 of  the 46) interviewees noted that they had a mentoring scheme. For 
instance, one of the interviewees noted that:  
“Some of the most critically important training programs include 
communication skills, leadership training, mentoring and on the Job 
training”. 
 
Similarly, other interviewee stated that:  
“On the job training, mentoring, communication skills, customer service 







within our company. Our organisation beliefs on the job training can 
provide employees with more knowledge hence supports it.”  
 
The study findings thus indicate the application of on the job training, mentoring and 
skills development as the key training activities currently undertaken by the 
organisations to impart skills and knowledge to the employees.  For instance, the 
examination of the literature on the role of mentoring reveals that it serves as a highly 
pertinent strategy to improve the performance of the employee and the organisation. 
The literature has also highlighted that unlike other training methods, mentoring 
relationship with the manager enables a close supervision that helps in developing 
skills, gaining knowledge and address gaps in the current ability (Allen, et al.  2004; 
DeMik, 2007; OPM, 2008; Nonaka and Takeuchi, 2011; Elnaga and Imran, 2013). 
These findings indicate the significance of mentoring for improving the performance of 
the employees and supporting the learning and development of motivated employees 
who are seeking to gain professional and personal growth. 
 
The findings of the interview further revealed that leadership skills (19%) are also 
considered to be current KM specific training programmes. Leadership skills 
development is as a key training method currently adopted by the small number of 
interviewed organisations. The literature also identifies leadership as an effective 
method as it encourages the employees to inculcate essential skills related to decision 
making and exploring adequate solutions for the emerging challenges with higher 
efficiency (Nonaka and Takeuchi, 2011; Kraus and Wilson, 2012; and Jahenzeb and 
Bashir, 2013). Based on these findings, it can be interpreted that leadership skills are 
useful and efficacious methods currently adopted by the organisations in their training 







organisations. However, the lack of leadership skills is one of the most important 
challenges organisations face in implementing KM related change initiatives.  
 
In this study, 19% (9 of the 46) interviewees noted that they had a client management 
related training programmes which is of the crucial factors that influence KM within an 
organisation. In this respect, one of the interviewees noted that the role of 
client/customer services as a part of training programme, and thus makes a key impact 
on the contribution of the KM initiatives. In this respect, the literature also confirms 
with these findings and asserts that effective training in delivering high level 
client/costumer service plays a key role in enhancing KM within an organisation and 
thus highlights the significance of the role of human resource on KM (Clardy, 2012; 
Baldwin., et al. 1991). Further, the findings of the interview also revealed that the KM 
has a significant impact on the employees in gaining skills for providing efficient 
client/customer services and thus enhances the overall productivity of the organisation. 
 
7.3 THE FUTURE TRAINING RELATED TO KNOWLEDGE 
MANAGEMENT IN KSA  
 
The interviewees were asked to volunteer information on the nature of training for KM 
in the next 5 years considering how their jobs are likely to change in the future. The 
study revealed five types of future KM specific training strategies needed in the KSA 



















Future KM specific 
training strategies  
Percentage of 
interviewees cited (N=46) 
1 Capturing knowledge  80% 
2 Sharing knowledge   70% 
3 Creating culture for KM 57% 
4 Knowledge mapping 44% 
5 Efficient use of KM tools   33% 
 
Of the interviewees, 80% (37 of the 46) noted that training programmes related to 
capturing knowledge is the way forward for the KSA construction industry.  During the 
interviews, most of the participants realised that there was immense knowledge 
embedded in their organisations, but they lack awareness and understanding on how to 
capture knowledge. They also suggested that mentoring/coaching, apprenticeship and 
job rotations were means of capturing organisational tacit knowledge. For capturing 
explicit knowledge, the efficient use of technology was thought to be useful. For 
example, through indexing and archiving best and worst practices in various projects. 
The interviewees also noted that knowledge capture and codification are particularly 








For instance, one of the interviewees thought that there is a need for formalised training 
programmes to “collect and obtain” past and present knowledge from an individual, 
group or organisation in order to improve organisational competitiveness. Three of the 
interviewees suggested a formalised training programme using knowledge capture 
training metrics of input or output indicators which could be used to monitor the 
performance of knowledge assets. On the input side, the indicators should reflect 
enablers or actions required to implement or achieve business objectives. Examples of 
input indicators are number of training days per employee, proportion of staff with 
professional qualifications or with over two years’ experience, and senior managers 
with experience on major projects. The output indicators should measure the 
performance or the result of those actions, such as the number of defects after project 
completion, complaints from clients, and cost and time overruns”. 
 
Four of the interviewees suggested that motivation for increasing their skills seems to 
be lacking because they do not believe the organisation values training. This may be 
because the organisation has not provided an incentive or a vehicle that meets their 
particular needs. Training in non-working hours is considered to be difficult because the 
employees have other demands on their time. Facteau et al.’s., (1995) study indicates 
that motivation has an important influence on the extent to which trainees actually learn 
the material presented to them during a training program. Baldwin et al.’s., (1991) study 
found that motivation may influence important training outcomes such as performance 
appraisals. The construction industry has a belief that the approach of motivating 
employees to give effective performance may lead to enhance their performance as well 
as the performance of the organisation (Dries, 2013). None of the interviewed 








In the study, 70% (32 of the 46) of the interviewees noted that training programmes 
related to sharing knowledge is the way forward for the KSA construction industry. For 
instance, one of the interviewees noted that sharing knowledge is a major challenge for 
their organisations due to a variety of reasons; therefore, there is a need to understand it 
further. Knowledge sharing behaviours facilitate learning among employees and enable 
them to resolve problems similar to situations encountered by others in the past, thus 
enabling quicker responses to the clients (Sher and Lee, 2004). Such behaviours may, in 
some circumstances, stimulate other individuals to capture new knowledge (Ipe, 2003).  
 
Furthermore, knowledge sharing activities are of utmost importance for knowledge 
retention because when employees leave an organisation their knowledge leaves with 
them (Bender and Fish, 2000). Although knowledge exists at different levels of an 
organisation, for instance, at the individual, team, and organisation levels, sharing of 
knowledge at the individual level is critical to an organisation. However, national and 
organisational cultural characteristics play a key role in successful knowledge sharing 
process.  
 
Of the interviewees, 57% (26 of the 46) stated that creating culture for the knowledge 
management is the way forward for the KSA construction industry. Arif et al. (2015) 
argued national culture as one of the major barriers to effective KM practices. However, 
Magnier-Watanabe and Senoo (2008) found organisational characteristics to be a 
stronger prescriptive factor in KM compared to national culture. De Long and Fahey 
(2000) suggested four ways in which culture affects the behaviours central to 
knowledge creation, sharing and use. First, culture shapes assumptions about what 
knowledge is and which knowledge is worth managing. Second, culture identifies the 







expected to control specific knowledge, who must share it and who can store it. Third, 
culture shapes the processes by which new knowledge is created, legitimised and 
distributed in firms. Fourth, culture creates the context for social interaction that 
determines how knowledge will be used in particular situations.  
 
Serna (2015) suggested that knowledge should be managed along with the human 
experience of knowledge itself and that proper management of such knowledge is 
required. Hofstede (2001) suggests that there would be a significant impact of culture 
on management practices and processes. Therefore, it is important to incorporate the 
cultural aspects in the future training programmes related to KM in the KSA 
construction industry.  
 
In the study, 44% (20 of the 46) of the interviewees noted that training programmes 
related to mapping knowledge is the way forward for the KSA construction industry. 
Skyrme and Amidon (1997) noted, most research attention has been given to KM within 
the organisation, and knowledge mapping remains an emergent research issue. 
Knowledge mapping is the field within KM that aims to optimise the efficient and 
effective use of the organisation’s knowledge. Davenport and Prusak (1998) note that 
developing a knowledge map involves locating important knowledge within the 
organisation and then publishing some sort of list or picture that shows where to find it. 
Knowledge maps typically point to people as well as to documents and databases.  
 
Effective knowledge maps should point not only to people but to documents and 
databases as well. Knowledge maps should also locate actionable information, identify 
domain experts, and facilitate organisation-wide learning (Eppler, 2003). They should 







throughout the organisation (Grey, 1999). Therefore, it is important to incorporate the 
knowledge mapping concepts in the future training programs related to KM in the KSA 
construction industry. 
 
Of the interviewees, 33% (15 of the 46) stated that efficient use of KM tools is the way 
forward for the KSA construction industry. The current business environments are 
characterised by globalization, dynamism and increasing levels of complexity due to 
rapid changes in technology and its connected intricate knowledge (Siakas et al., 2010). 
However, the KSA construction sector has been slow to recognize the benefits of 
information technology (IT) as a major communication tool. There are several issues 
with the current use of technologies in the interest of KM.  The challenge for 
technology is to facilitate a dynamic process of knowledge creation and representation, 
not a static process of information management.  Current IT based KM technologies 
focuses only on explicit knowledge, which can be expressed in words and numbers and 
easily shared, and fails to deal with tacit knowledge. Therefore, it is important to 
incorporate the KM tools and its concepts in the future training programs related to KM 
in the KSA construction industry.   
 
 
7.4 SUMMARY  
 
 
Knowledge has now become widely recognised and accepted as a valuable 
organisational resource in the business world. The KM programmes have been used in 
the KSA construction organisations at different levels of implementation. Training is an 
essential process that develops three dimensions of the knowledge of employees of the 







construction industry is focused on their current as well as future training provision 
programmes for the management and enhancement of organisational knowledge.  
 
As revealed by the study, current training programmes specifically designed for KM in 
the KSA construction industry include: communication skills, time management skills, 
training on-the-job, mentoring, leadership skills and client management. Furthermore, 
the nature of future training for KM include: capturing knowledge, sharing knowledge, 
creating culture for KM, knowledge mapping, and efficient use of KM tools. The 
research study indicates that training interventions are a complex and context-embedded 
activity. It requires the consideration of different issues discussed in a holistic way. The 
current study results suggest that for effective implementation of KM strategies, there is 
an urgent need for KSA construction industry to develop and deploy appropriate KM 
related management training programme(s). The challenge, therefore, is for business 
schools and training consultants to bridge the wide gap in the market place. Continuing 
Professional Development (CPD) programme(s) and executive training programme(s) 
are valuable ways to raise KM awareness.  
 
Leadership plays an important role in breaking down barriers in achieving KM goals – 
barriers such as tunnel vision, past practice, old ideas and cultural frameworks that 
together combine to discourage new visions of the future. Leadership is about preparing 
organisation with a KM vision and values that resonate with the team, employees, and 
key stakeholders. Therefore, there is an urgent need to develop and deliver a bespoke 
training framework to address, improve and measure the effectiveness of leadership 








The practical implication of this research is that the KM should not only focus on the 
specific knowledge to be captured, shared, mapped  and transferred between individuals 
but should also address strategic concerns at group and organisational levels. Therefore, 
construction organisations in the KSA must also hone in on these basic modern day 
truths and implement KM training programmes which focus both on tacit and explicit 
knowledge. To gain competitive advantage, it is necessary for KSA construction 
industry to recognise and use a blend of ICT and non-ICT based KM tools. It is 
advisable to use conventional, simple, low cost, and easy to use with minimum training 
needs KM techniques and technologies such as mentoring and on-the-job training 
strategies.   
 
This chapter has addressed the third research objective of the current study, “to 
critically appraise and document the key knowledge management related training 
strategies adopted in the KSA construction organisations”. Therefore, this chapter has 
answered the third research question which is “what are the current KM specific 
training strategies adopted in the KSA construction organisations?” and fourth research 
question which is “what are the future KM specific training strategies adopted in the 
KSA construction organisations?”. The next chapter (i.e. Chapter 8) will discusses key 











CHAPTER 8 : THE KEY CHALLENGES FOR 







This chapter discusses the results on the key challenges the KSA construction 
organisations face in managing knowledge. The findings are validated and elaborated 
using the results from the qualitative data from 46 professionals. The findings are also 
substantiated with the relevant literature. In doing so, this chapter addresses the fourth 
research question of the current study, which is “to critically appraise and document the 
main challenges associated with implementing key knowledge management strategies 
in the KSA construction industry”, and the fifth research question - “what key 
challenges do KSA construction organisations face in implementing knowledge 
management initiatives?. 
 




Table 8.1 presents five key challenges the KSA construction organisations face in 
managing knowledge as revealed by those interviewed in the current study. From the 
data in Table 8.1 it is evident that the single most important challenge is capturing tacit 
knowledge. This is followed by managing stakeholders’ knowledge, cultural issues, 
leadership support, and organisational infrastructure issues. Each of these challenges is 














Challenges face in managing 
knowledge 
Total number of 
interviewees cited (N=46) 





3.  Cultural issues 83% 







8.3 CAPTURING TACIT KNOWLEDGE 
 
 
In this study, overwhelmingly 91% (42 of the 46) of the interviewees cited that 
capturing tacit knowledge is one of the key challenges for the KSA construction 
organisations. The construction industry is one of the critical industries that operate in 
an information-rich environment, which relies heavily on tacit knowledge as one of the 
strategic resources to ensure the tasks associated with the domain can be performed 
effectively and efficiently by the project team members (Egbu and Robinson, 2005). 
The tacit knowledge is normally defined as the personal knowledge which is difficult to 
be: formalised, written down, explained and described. In contrast of the tacit is the 
explicit knowledge which can be easily to formalised and described, which means it is 
easily transmitted between people (Nonaka, 1994). In the same vein Hariharan (2015) 







is difficult nature to document and share with others. In broader perspective Gerami 
(2010) also shared the same opinion, pointing out that, this type of knowledge is 
normally in peoples mind, obtained through their experiences.  
 
For practitioners, tacit knowledge remains largely problematic in terms of methods of 
mapping and capturing. The view has emerged that the challenge of KM is to 
understand how to create practical solutions to support individuals, groups and 
organisations as they generate and capture multi-faceted knowledge so as to suit the 
particular requirements of their application context. Because tacit knowledge is difficult 
to write down or formalise, it is personal knowledge, it is practical, and it is context-
specific. 
 
8.4 MANAGING STAKEHOLDERS’ KNOWLEDGE 
 
 
In this study, 87% (40 of the 46) of the interviewees stated that managing stakeholders’ 
knowledge, in particular capturing and sharing stakeholder’s knowledge is most 
important challenge their organisations face. This may be due to an organisations 
limited control over behaviours of stakeholders and certain stakeholders could simply 
have irreconcilable differences with one another based on ethical, religious, cultural, 
social or other issues. When the unique knowledge of various stakeholders is pooled 
and used to solve corporate problems, however, new practices and strategies emerge 
that benefit all constituencies – just as entrepreneurship is recognised as the source of 
economic progress. It is evident from the above result that managing stakeholders’ 








For instance, implementing BIM, social network, or sustainability issues requires the 
recognition of a wide range of stakeholders, including secondary ones that are not 
directly involved in a market relationship but can still greatly affect a company’s 
business. Stakeholder ambiguity is caused when key stakeholders often have disparate 
goals, demands and opinions, they can easily interpret the same situation differently, 
especially when the information and knowledge necessary to make informed decisions 




8.5 CULTURAL ISSUES 
 
 
In this study, 83% (38 of the 46) of the interviewees noted that national and 
organisational cultural issue is another key challenge their organisations are facing in 
managing knowledge. Organisation culture and leadership forms the foundation for 
successful KM implementation (Kim, et al., 2003). For instance, a culture of knowledge 
sharing has to be formed to transform the behaviours and attitudes of individuals 
working in the organisation as well as to cut down barriers (Bolisani and Handzic, 
2014). Therefore, it is necessary to increase awareness of the advantages of KM. Staff 
and managers are supposed to be well informed about the changes and benefits that KM 
can offer them as well as their organisation. Although they feel and acknowledge the 
power of knowledge, they have to believe in the power of sharing knowledge (Bolisani 
and Handzic, 2014). 
 
Arif et al. (2015) argued national culture as one of the major barriers to effective KM 







characteristics to be a stronger prescriptive factor in KM compared to national culture. 
De Long and Fahey (2000) suggested four ways in which culture affects the behaviours 
central to knowledge creation, sharing and use. First, culture shapes assumptions about 
what knowledge is and which knowledge is worth managing. Second, culture identifies 
the relationships between individual and organisational knowledge, determining who is 
expected to control specific knowledge, who must share it and who can store it. Third, 
culture shapes the processes by which new knowledge is created, legitimised and 
distributed in firms. Fourth, culture creates the context for social interaction that 
determines how knowledge will be used in particular situations. 
 
 
8.6 LEADERSHIP SUPPORT 
 
 
In this study, 80% (37 of the 46) of the interviewees stated that leadership is a key 
success factor for effective implementation of KM initiatives in their organisations. 
Many interviewees noted that leadership in the KSA construction organisations is of 
great importance because it deals with knowledge workers, with specialised expertise. 
Leading them can be done only through intellectual power, conviction, persuasion, and 
interactive dialog. It requires skills that build confidence and engagement. This is 
because of a lack of awareness of KM benefits; lack of vision, mission and strategy; and 
lack of structure for KM initiatives.  
  
Out of the 46 interviewees participated in the current study, thirty interviewees echoed 
that their organizations have form of vision and mission statements on the use of KM. 
Sixteen of the interviewees noted that their organisations do not have any forms of 







in the role of leadership in establishing an infrastructure that can actually bring about 
change and implement the organisation’s mission, vision and strategy with respect to 
KM in the KSA construction organizations. The importance of expressing the vision to 
the rest of the organisation is paramount. There is an urgent need for a long-term vision 
to be incorporated into the corporate strategy of organisations. This is only achievable if 
the mission towards KM is fully understood in the organisation.  
 
One of the interviewees stated that: 
“If we did something wrong, there is ninety percent chance it will be 
done again. This is because lessons learnt from mistakes are not 
captured and shared in a systematic way”.  
 
Another interviewees noted that:  
“There is a wealth of knowledge within the company. If you know the 
right person to speak to and the right question to ask at the right time, 
then you will certainly get a huge amount of knowledge which is 
informal in nature”. 
 
This observation was also reiterated by another interviewees stated that:  
“Any information or knowledge generated is lost because people just 
pass information or knowledge on to each other verbally. If somebody 
has up-skilled their experience and they leave the organisation that 








The above views of the interviewees indicate that there is lack of an effective strategy to 
capture key knowledge within the KSA construction organisations. Hansen et al. (1999) 
discussed the importance of having a strategy for managing an organisation’s 
knowledge and identified several cases where having the wrong strategy or no strategy 
caused organisations to fail to utilise their knowledge.  
 
Matsumoto et al. (2005) argue that within the architecture, engineering and construction 
industry, companies recognise they can no longer afford to reinvent the wheel and must 
learn to better capture the knowledge to improve the quality and effectiveness of the 
organisation. This seems to suggest that a lack of awareness for KM benefits is 
prevalent in the KSA construction industry. 
 
It could be inferred that without leadership support and commitment, no KM initiatives 
will take off in any meaningful way. Leadership in KSA construction organizations 
need to understand KM as a key business driver rather than as a resource-intensive 
additional initiative. While introducing KM, a logical sequence should be used to 
minimise effort and cost, resulting in products or services being used/implemented more 
quickly. There is an urgent need for improved awareness and understanding of the 
challenges and significance of knowledge. In order to fill this gap, a training tool for 
leadership capability building for implementing KM initiatives is being developed. 
 
 
8.7 ORGANISATIONAL INFRASTRUCTURE ISSUES 
 
 
In this study, 76% (35 of the 46) of the interviewees noted that the implementation of 







their organisations. In today’s knowledge economy, rapid access to knowledge is 
critical to the success of many organisations. Therefore, appropriate technology is likely 
to be the single most important factor in leveraging knowledge in organisations. 
Massingham (2014) asserts that KM tools are able to collect data from various sources 
and classify, integrate and codify these data. Davenport and Prusak (1998) assert that 
KM tools are more than information technology it is about the people who add value by 
transforming static data into meaningful information and knowledge by mixing it with 
their own experience and interpretations. Therefore, Davenport and Prusak (1998) 
acknowledge that KM techniques and technologies are mutually dependent. 
 
 
8.8 SUMMARY  
 
 
Knowledge in organisations is dynamic in nature and is dependent on social 
relationships between individuals for its creation, sharing, and use. Managers would 
continue to strive for productivity, innovation, profitability, and other competitive goals, 
but they would do so more effectively by harnessing the key knowledge assets.  
 
The key challenges KSA construction organisations face in managing knowledge, as 
revealed from the study, are: capturing tacit knowledge, managing stakeholders’ 
knowledge, cultural issues, leadership support, and organisational infrastructure issues. 
The chapter concludes that managing knowledge is an integrated and complex process. 
This involves social, cultural, financial, and technological considerations. Furthermore, 
the KSA construction industry needs to work more collaboratively with its stakeholders. 







collaborative knowledge sharing platforms, but also by a need to overcome shared risks 
and realise long-term outcomes.  
 
More effective knowledge-sharing within and across construction organisations is also 
required. Business memory is lost as project teams break up toward the end of a project, 
or when people move on from short term contracts.  Opportunities to reflect on lessons 
which could benefit future projects are missed in the KSA construction industry. 
Therefore, the KSA professional institutions and construction industry should support 
and participate in the work of knowledge-sharing groups to address perceived risks 
from new technologies (e.g. BIM, mobile applications) and processes (e.g. 
sustainability issues). 
 
This chapter has addressed the fifth research objective of the current study, “to critically 
appraise and document the main challenges associated with implementing key 
knowledge management strategies in the KSA construction industry”. Therefore, this 
chapter has answered the fifth research question which is “what key challenges do KSA 
construction organisations face in implementing knowledge management initiatives?”. 
The next chapter (i.e. Chapter 9) will discusses the role of KM strategies for improved 








CHAPTER 9 : THE CONTRIBUTIONS OF KM 






This chapter discusses the results on the role of KM strategies for improved 
competitiveness on KSA construction organisations to ascertain “to what extent do KM 
strategies impact on competitiveness of the KSA construction organisations?” In this 
study KM strategies contribute to improved competitiveness in four main areas. These 
are improved cost savings, improved efficiency, improved productivity and improved 
profitability. The findings are validated and elaborated using the results from the 
qualitative data from 46 professionals. The findings are also substantiated with the 
relevant literature. In doing so, this chapter addresses the sixth research question of the 
current study, which is “to explore the extent to which KM strategies contribute to 
competitiveness of the KSA construction industry”. 
 
 
9.2 THE CONTRIBUTIONS OF KM STRATEGIES ON COMPETITIVENESS  
 
 
During the semi-structured interviews in this study, the subject of competitiveness was 
raised i.e. “explain how the KM strategies contribute to your organisation’s present 
level of competitiveness”. This revealed four key areas where KM had improved 

















9.3 COST SAVINGS 
 
 
In this study, 89% (41 of the 46) of the interviewees noted that managing knowledge 
have high positive impact on their improved cost savings. Many of these interviewees 
noted that their organisations are experiencing cost savings through capturing and 
sharing best practices and innovative ideas waste reduction and resources efficiency 
strategies. This suggests that capturing, sharing and re-using best practices, 
organisations can reduce cycle time, reduce defects, reduce re-work, reduce material 
consumption, and reduce process inefficiencies. This in turn could contribute to 
improved costs savings. 
 
For instance, one of the interviewees noted that: 
 “To raise awareness and understanding of our key waste management 
initiatives, we produced a waste management related best and worst 
practices guidance documents, and conducted internal training sessions 
Competitiveness factors No. of Interviewees cited 
(N=46) 
Cost savings 89% 
Improved efficiency 83% 
Improved productivity 76% 







and workshops on waste management related policies, issues, 
management, and other topics. Over a period of time this in turn reduced 
our operating costs through reduced waste, reduced waste disposable 
bills, and improved productivity”.  
 
Analysis of the above statement reveals that the KSA construction organisations are 
achieving cost savings through KM strategies. This is understandable because, through  
capturing and sharing best practices, lessons learned, and fresh new ideas from the 
internal and external sources could provide critical knowledge to ‘knowledge workers’ 
efficiently and effectively to reduce cost and time while improving the quality of 
performance (Liebowitz, 1999). Therefore, the current study results clearly suggest that 
managing knowledge have a very high level of positive impact on improved cost 
savings. 
 
9.4 IMPROVED EFFICIENCY 
 
In this study, 83% (38 of the 46) of the interviewees noted that managing knowledge 
have high positive impact on their improved efficiency. To produce high-quality 
products, to deliver impeccable service and to keep abreast of technological 
development organisations require skilled employees. They need to hire employees who 
are able to share knowledge and develop firm-specific competencies. Without skilled 
employees firms cannot develop core competencies (Leonard-Barton, 1992). The core 
competence of the organisation lies in the knowledge and skills of its people. Basic 
codified systems do not create competitive advantage. It is the skills and abilities of 








It is apparent from the above results that systematic mapping, capturing and sharing of 
knowledge associated have a high positive impact on improved efficiency. Improved 
interaction and iteration between knowledge workers, augmented by technology such as 
BIM, mobile apps, computer conferencing, effectively amplifies knowledge from being 
tacit and individual into a form that is more widely used throughout the organisation on 
an ongoing basis (Skyrme and Amidon, 1997). Therefore, organisations can improve 
their efficiency significantly. As Liebowitz (1999) states, that an active and dynamic 
implementation of KM practices is critical to enable performance, problem-solving and 
decision-making in knowledge intensive organisations. 
 
Ulrick (1997) also suggested that organisations need to be able to capture the tacit 
knowledge of its employees and to do this it is argued that the management needs to 
involve and engage employees fully in the activities of the organisation. Furthermore, 
Ulrick (1998) argues that it is increasingly being recognised that the only competitive 
weapon an organisation really has is its ability to organise work better than their rivals. 
Pfeffer (1994) also supports this line of argument by claiming that competitiveness 
comes from managing people effectively and that competitiveness will be sustainable 
because the causes of the success will not be highly visible or transparent and this will 
make the advantage very difficult to copy.  
 
9.5 IMPROVED PRODUCTIVITY 
 
 
In this study, 76% (33 of the 46) of the interviewees noted that managing knowledge 
have high positive impact on their improved productivity. Catell et al. (2003) noted that 







and for this, there needs to be sustained improvement in leadership, culture and 
processes. This is because of improved productivity per person and improved project 
success rates i.e. the number of projects completed and delivered had increased with the 
same number of employees in the past two years.  
 
Sveiby (1997) noted that companies are realising that the basis for their competitiveness 
is their knowledge base and this knowledge should be widely distributed throughout the 
organisation. Knowledge resides in many different places such as people’s heads, 
databases and filing cabinets which are distributed across the organisation. All too 
often, one part of an organisation repeats the work of another part simply because it is 
difficult to keep track of, and make use of, knowledge in other parts of the company. 
Organisations that reap the highest benefits are the ones that realise that knowledge is a 
valuable source in maintaining a competitive advantage.  
 
According to Ulrick (1997), a number of capabilities are needed by an organisation if it 
is to develop competitive advantage and achieve success in a competitive context. It is 
necessary to develop a shared mindset which will enable the development of a unique 
identity for the organisation and it is this shared mindset which is an enabler for the 
creation of wealth for the organisation. 
 
9.6 IMPROVED PROFITABILITY 
 
 
In this study, 65% (30 of the 46) of the interviewees noted that managing knowledge 
have high positive impact on their improved profitability. The current study results 







sharing knowledge could enhance employee satisfaction level. Von Krogh et al. (1994) 
suggested that the two basic strategies for organisations are survival and advancement. 
Survival strategies are attempting to gain success in the organisation’s known business 
environment, and advancement strategies are directed towards securing future 
profitability. In this current study, one of the interviewees noted that survival strategies 
relied on the effective utilisation of existing assets and resources, including the existing 
level of knowledge in the organisation.  
 
For knowledge to be considered as a source of competitiveness it must pass the “tests of 
value”. He further noted that the value test would be satisfied if the knowledge makes a 
valuable contribution to the capability of the organisation to capitalise on existing 
opportunities and, in the short run, this contribution would consist primarily of explicit 
knowledge being transferred from outside the organisation, or within the organisation 
and used to improve organisational productivity and profitability.  
 
Thompson and Strickland (2001), and Long and Vickers-Koch (1995) noted that 
organisations need to gain their competitiveness by linking the processes in their 
organisation which give them strength in delivery of products or services; and that this 
should be based on capabilities coming from the entire value chain. A by-product of this 
concentration on the processes in the organisation can help to break down the functional 
barriers and foster the development of cross functional teams and structures which 
provides opportunities for knowledge and skills of individuals to be used (Pfeffer, 
1994), and opportunities for employees to pool their ideas to come up with even better 








In times economic uncertainty, managing the factors that drive business value becomes 
especially significant. Ultimately, such management may lead to business success or 
failure. Increasing number of organisations have been  measuring the customer loyalty, 
employee satisfaction, and environmental impacts and other performance areas that are 
not financial, but when they believe ultimately affect profitability (Rikowski, 2007). 
 
Overall, from the above discussions it is clear that,  the benefits of managing knowledge 
include: fostering innovation by encouraging the free flow of ideas; improving customer 
service by minimising response time; boosting revenues by getting products and 
services to market faster; enhancing employee retention rates by recognising the value 
of employees and rewarding them for it; streamlining operations and reducing costs by 
eliminating redundant processes.  
 
9.7 SUMMARY  
 
In today’s fast-paced economy, an organisation’s knowledge base is quickly becoming 
its only sustainable competitiveness. As such, this resource must be captured, protected, 
cultivated and shared amongst organisational members. Increasingly, however, 
competitiveness is to be gained by making individual knowledge available within 
organisation and transforming it into organisational knowledge. Organisational 
knowledge complements individual’s knowledge, making it stronger and broader. The 
full utilisation of an organisation’s knowledge base, coupled with the potential of 
individual’s skills, competencies, thoughts, innovations, and ideas, will enable an 








In this study KM strategies contribute to improved competitiveness in four main areas. 
These are improved cost savings, improved efficiency, improved productivity and 
improved profitability. The organisation path to doing well by doing good has become 
the smart way to do business – only if organisations have the right knowledge and 
competencies required for it. Therefore, managing knowledge assets is essential to 
improve competitiveness in terms of economic (e.g. cost savings), social (e.g. employee 
relation), and environmental (e.g. waste reduction) value. 
 
The following were thought to be a prerequisite in establishing KM for improved 
competitiveness:   
 Ensure a strong link to the business imperatives: a KM strategy and process 
should visibly support business objectives. There should be a clear 
understanding of what knowledge is vital for an organisation’s future prosperity. 
 Assign a knowledge leader: a knowledge champion should be chosen with the 
support from top management. It should not be made a separate portfolio but the 
knowledge champion should encourage development of KM qualities in 
individuals throughout the organisation. 
 Develop a system of organisational knowledge processes: a framework and 
process for identifying, capturing and diffusing important knowledge in a 
structured way must be developed. Sources of information or knowledge carriers 
must be easily identifiable and accessible, whether in database or human brains. 
 Cultivate a knowledge capture and sharing culture: an organisational culture that 
empowers individuals supports networking and encourages knowledge capture 
and sharing across the enterprise and geographic boundaries. By involving 







them to develop an understanding of the importance as well as an increase in 
acceptance of such initiatives. 
 Develop techniques and a technological infrastructure: organisations need to 
have an infrastructure that supports collaboration of knowledge-enabled workers 
as well as explicit knowledge databases. Encouraging knowledge capture 
through informal processes e.g. by developing communities of practice in which 
the members capture and share what they know about a specific discipline. 
 Provide training:  to enable an organisation’s personnel to appreciate the 
importance of KM and be aware of how this can be achieved from the point of 
view of their particular work. 
 
The above discussions have addressed the fifth objective of this current study which is 
“to explore the extent to which knowledge management strategies contribute to 
competitiveness of the Kingdom of Saudi Arabia construction industry.”, and the sixth 
research question - “to what extent do KM strategies impact on competitiveness of the 
























CHAPTER 10 : A FRAMEWORK FOR MANAGING 
KNOWLEDGE IN THE KSA CONSTRUCTION 
ORGANISATIONS 
 
10.1    INTRODUCTION 
 
 
This chapter presents a framework for managing knowledge in the KSA construction 
organisations. The findings from the previous stages of this research study were taken 
into consideration in the development of the framework. The developed framework 
provides broad guidance for the integration of KM initiatives into day-to-day 
operational decisions. This framework is intended to offer guidance for the successful 
implementation of KM programs. In doing so, Chapter 10 addresses the sixth research 
objective of this current study, which is “to develop and validate KM framework for the 
benefit of KSA construction organisations.”  
 
10.2 RATIONALE FOR THE KNOWLEDGE MANAGEMENT FRAMEWORK  
 
Holsapple and Joshi (2002) noted the reasons why a KM framework is important 
include: 
 To provide a more holistic view of KM. It enables people to look at it and 
consider all its facets from a broader perspective. In addition, it helps people to 
reflect on and conceptualise KM in an integrative manner. 
 It facilitates the communication of KM strategy across an organisation. A 
framework provides a common vocabulary and language for people. It helps 
managers to communicate their KM vision to their employees and it helps the 







 It helps to determine the scope of KM initiatives. This is because a framework 
sets the virtual boundary of KM for organisations to employ as it outlines the 
phases and activities to be addressed as well as the elements and influences to be 
considered. 
 As an assessment tool, it helps managers and practitioners to determine if they 
have considered all the relevant issues pertaining to KM implementation. It 
helps managers to cover and address key issues of KM which might otherwise 
be overlooked. 
 Finally, a framework facilitates the management of the implementation process 
and helps to coordinate organisational efforts in a more systematic and 
controlled manner. 
 
To date, different approaches have been employed to construct frameworks. Some are 
depicted in the form of a diagram or visual representation, while others use a series of 
‘steps to be followed’ (Yusof and Aspinwall, 2000). Based on these approaches, KM 
frameworks can be classified as ‘system’, ‘step’ or ‘hybrid’ (Wong, 2004). The first 
describes and characterises KM in the form of a graphical representation with the aim of 
providing a systemic and holistic perspective on KM implementation. Key constructs 
and elements are put together to provide both an overview of their relationship and a 
means of fully understanding the key issues in a unified manner. The step approach 
frameworks, on the other hand, provide a series of steps or procedures to be followed in 









10.3 PROPOSED FRAMEWORK FOR MANAGING KNOWLEDGE 
 
The KM framework was developed through a thorough review of literature on KM 
frameworks and through data obtained from 46 professionals in 30 organisations in the 
KSA construction industry. The proposed framework as shown in Figure 10.1 consists 
of 3 stages: inputs, processes and outputs. The inputs of the framework include the key 
drivers for managing knowledge. These inputs guide the decisions of knowledge 
managers and the processes that the organisation undertakes to improve its KM agenda.  
After evaluating the inputs and likely effects on competitiveness factors, managers can 
develop the appropriate processes to address KM initiatives. Also, included in the 
framework are continual feedback loops that decision makers can use to evaluate and 
improve organisation KM strategy. 
 
 INPUTS  
Inputs are considered as drivers for implementing KM initiatives. Most of the time 
organisations evaluate KM initiatives as “ineffective”, when the KM initiatives were 
implemented without fully understanding the drivers and the objectives that had to be 
met at the outset. Before embarking on a KM journey, organisations therefore have to 
understand what it is that they would like to achieve with KM and what value it needs 
to add to their organisation (Renukappa, et al., 2017). Therefore, understanding drivers 
for managing knowledge is critical. This study revealed five drivers for managing 
knowledge in the KSA construction organisations. They are: to improve cost savings, to 
capture key knowledge assets, to sustain staff skills, to accelerate knowledge flow, and 
to gain sustainable competitive advantage (see Chapter 5). It should be noted that for 











 PROCESSES  
 
This is the second stage of the framework. This stage consists of five sub-processes. 
They are: developing KM agenda, KM strategies implemented,  strategies and goals 
setting, challenges face in managing knowledge, and monitor and measure KM 
implementation performance. This study revealed three initiatives related to managing 
knowledge that have been implemented. They are: sharing, capturing and mapping 
knowledge. Most often implemented KM initiatives include: identification of internal 
and external sources of knowledge assets, capturing knowledge from the internal and 
external sources, reward systems, a specific training program for promoting initiatives 
related to sharing, capturing, and mapping knowledge, and creation of new job roles and 
positions for sharing, capturing and mapping knowledge (see Chapter 6 and 7). 
 
For an organisation to fully utilise knowledge assets management must promote and 
support the creation, sharing and use of knowledge among employees and discourage 
knowledge hoarding. Successful organisations have employees who consistently 
collaborate, cooperate and communicate both formally and informally. The organisation 
must take the initiative to change their environment to one that is conducive to sharing 
knowledge.  
 
The current study results suggest that organisations are increasingly recognising the 
need of capturing knowledge from employees, capturing knowledge from boundary 
management (e.g. from customers/clients and suppliers), capturing process knowledge 
(e.g. capture of best and worst practices stories of new technologies) and capturing 
knowledge from published documents (e.g. reviewing professional literature) could 








To improve organisational performance, executives have to recognise and better 
understand the key knowledge assets available within and across organisations. Hunt 
(2003) suggests that knowledge map may provide a possible answer to the challenges of 
how to locate new forms of useful knowledge, and the flow of knowledge within and 
across organisations, including new directions for training employees, stimulating and 
facilitating knowledge sharing, and establishing useful links with external stakeholders.  
 
The current study findings do suggest that capturing tacit knowledge, managing 
stakeholders’ knowledge, cultural issues, leadership support and organisational 
infrastructure are key factors for successfully managing knowledge (See Chapter 8). 
 
This is the third and final stage of the proposed framework. The outputs are in the form 
of competitiveness variables. KM initiatives could often improve innovation and 
enhance competitiveness in several ways. For most organisations, the ultimate focus of 
KM strategies and programmes must be long-term profitability, improved cost savings, 
improved efficiency and productivity. 
 
10.4 VALIDATION OF THE FRAMEWORK  
 
Validation is defined as an assessment of whether a framework is in congruence with 
reality (Brink, 2003). The developed framework was validated with 6 senior 
professionals from 4 KSA construction organisations. The professionals had over 10 
years of work experience in KM initiatives implementation. In this study, during face-
to-face interview, the interviewees were asked about the comprehensiveness of the 







high degree of comprehensiveness and in terms of areas covered; the developed 
framework has a very high level KM issues. Interviewees were of the view that it has 
high level coverage of capturing, sharing and mapping variables. Furthermore, the 
interviewees were asked if they think the framework would help their organisations to 
manage knowledge and response from all interviewees was very positive. They 
considered a framework will help their organisations to identify key drivers, key KM 
initiatives and benefits of implementing KM initiatives. Overall, most of the 
interviewees recommended that the developed framework can be used for managing 
knowledge to improve competitiveness. The framework can be further tested and 
revised in both academic and business context. Overall, framework and its validation 




This chapter has discussed the development of a framework for managing knowledge 
for the benefit of organisations. It can aid managers in operationalising a KM strategy 
and tying it to the specific actions that will improve competitiveness. The findings from 
the previous stages of the research study and aspects from critical review of literature 
were taken into consideration in the development of the framework. The developed 
framework consists of 3 stages: inputs, processes and outputs. The developed and 
validated framework provides broader idea for the integration of KM initiatives into 
day-to-day management decisions. The framework can help managers to systematically 
think through drivers for managing knowledge to competitiveness. In doing so, this 
chapter addressed objective 8 of the current study, which is “to develop a framework for 
















This chapter discusses the aim, objectives and research questions of the study. In doing 
so, it presents the finding and also provides conclusions and recommendations. The key 
findings are discussed with respect to the objectives of the study. Prior to that, the 
research process is discussed. 
 
11.2 RESEARCH PROCESS 
 
The overall aim of this research is to investigate how the KSA construction 
organisations implementing KM strategies en-route to organisational competitiveness. 
 
In order to achieve the above aim the following objectives were identified. 
 
1. To explore and document the key drivers for implementing knowledge 
management strategies in the KSA construction industry 
2. To investigate and document the key knowledge management strategies that 
are currently being implemented in the KSA construction industry. 
3. To critically appraise and document the key knowledge management related 
training strategies adopted in the KSA construction organisations. 
4. To critically appraise and document the main challenges associated with 








5. To explore the extent to which knowledge management strategies contribute 
to competitiveness of the KSA construction industry. 
6. To develop and validate an integrated framework for managing knowledge 
for the benefit of KSA construction organisations. 
 
The qualitative research approach was adopted to collect and analyse data from 46 
professionals. Participants in the study included directors, advisors and managers. 
responsible for KM initiatives in their organisations. Interviews were audio recorded 
and then transcribed. As part of the analysis of the interviews, content analysis was 
employed.  
 
11.3 KEY FINDINGS 
 
Objective 1: To explore and document the key drivers for implementing 
knowledge management  strategies in the KSA construction industry 
 
Research question 1:  What are the key drivers that have fuelled the need for 
managing knowledge within the KSA construction organisations? 
 
This study revealed that the single most important driver for managing knowledge is to 
improve cost savings. This is followed to capture key knowledge assets, to sustain staff 
skills, to accelerate knowledge flow, and to gain sustainable competitive advantage. A 
complex mix of political, economic, social and environmental forces drives KSA 
construction organisations to manage knowledge. Therefore, understanding the drivers 
for implementing KM strategies is important. This understanding could assist decision 
makers to develop KM strategies based on the drivers. 
 
Objective 2: To investigate and document the key knowledge management 









Research question 2:  What are the key KM strategies currently being implemented in 
the KSA construction organisations? 
 
Three key KM strategies have been used in the KSA construction organisations. They 
are: sharing, capturing, and mapping knowledge. This study results suggests that the 
extent of implementation of initiatives related to sharing knowledge is relatively high 
when compared to capturing and mapping of knowledge. Strategically, tacit knowledge 
capture is critical when an issue of knowledge continuity arises or due to other concerns 
with groups and the organisation as a whole. The KSA construction organisations can 
benefit from developing a knowledge map or taxonomy that describes the knowledge 
critical for operations, skills required to perform the tasks, and individuals currently 
performing these critical tasks. However, it is evident from the current study results that 
knowledge mapping strategies is under implemented across the KSA construction 
organisations. 
 
Objective 3: To critically appraise and document the key knowledge management 
related training strategies adopted in the KSA construction organisations. 
 
Research question 3:  What are the current KM specific training strategies adopted in 
the KSA construction organisations? 
 
Knowledge has now become widely recognised and accepted as a valuable 
organisational resource in the business world. The KM programmes have been used in 
the KSA construction organisations at different levels of implementation. The study 
revealed that current training programmes specifically designed for KM in the KSA 
construction industry include: communication skills, time management skills, training 








Research question 4: What are the future KM specific training strategies adopted in 
the KSA construction organisations? 
 
Training is an essential process that develops three dimensions of the knowledge of 
employees of the organisation that are competence, knowledge and exploitative 
knowledge. The KSA construction industry is focused on their current as well as future 
training provision programmes for the management and enhancement of organisational 
knowledge. the nature of future training for KM include: capturing knowledge, sharing 
knowledge, creating culture for KM, knowledge mapping, and efficient use of KM 
tools. 
Objective 4: To critically appraise and document the main challenges associated 
with implementing key knowledge management strategies in the Kingdom of Saudi 
Arabia construction industry. 
 
   
Research question 5: What key challenges do KSA construction organisations face 
in implementing knowledge management initiatives?  
 
Knowledge in organisations is dynamic in nature and is dependent on social 
relationships between individuals for its creation, sharing, and use. Managers would 
continue to strive for productivity, innovation, profitability, and other competitive goals, 
but they would do so more effectively by harnessing the key knowledge assets. The key 
challenges KSA construction organisations face in managing knowledge, as revealed 
from the study, are: capturing tacit knowledge, managing stakeholders’ knowledge, 
cultural issues, leadership support, and organisational infrastructure issues.  
 
Objective 5: To explore the extent to which knowledge management strategies 









Research question 6: To what extent do knowledge management strategies impact on 
competitiveness of the Kingdom of Saudi Arabia construction industry? 
 
In today’s fast-paced economy, an organisation’s knowledge base is quickly becoming 
its only sustainable competitiveness. As such, this resource must be captured, protected, 
cultivated and shared amongst organisational members. Increasingly, however, 
competitiveness is to be gained by making individual knowledge available within 
organisation and transforming it into organisational knowledge. In this study KM 
strategies contribute to improved competitiveness in four main areas. These are 
improved cost savings, improved efficiency, improved productivity and improved 
profitability. 
 
Research Objective 6: To develop and validate a framework for managing 
knowledge for the benefit of KSA construction organisations.  
 
A KM framework for the benefit of KSA construction organisations was developed and 
validated. The findings from the previous stages of this research study were taken into 
consideration in the development of the framework. The developed framework provides 
broad guidance for the integration of KM initiatives into day-to-day operational 
decisions. This framework is intended to offer guidance for the successful 
implementation of KM programs. The framework can be further tested and revised in 
both business and academic environment. 
 
11.4 RECOMMENDATIONS   
 
Recommendations for decision makers 
 
 To improve organisational performance, KSA construction managers have to 
recognise and better understand the key knowledge assets available within the 







implementing KM initiatives. If organisations do not fully comprehend what 
drives the need for managing knowledge, they may fall into the trap of creating 
an inefficient KM strategy and operational plans.  
 A complex mix of political, economic, social and environmental forces drives 
KSA construction organisations to manage knowledge. Therefore, 
understanding the drivers for implementing KM strategies is important. This 
understanding could assist decision makers to develop KM strategies based on 
the drivers. 
 Knowledge is an organisations most critical asset and a source of lasting 
competitive advantage. The construction industry is one of the critical industries 
that operates in an information-rich environment, which relies heavily on 
knowledge as one of the strategic resources to ensure the tasks associated with 
the domain can be performed effectively and efficiently by the project team 
members.  
 Taken together, the impact of management commitment and leadership, KM 
policies, structures, reward systems, training programmes and performance 
reporting are key factors in successful implementation of KM strategies in the 
KSA construction organisations. 
 To gain competitive advantage, it is necessary for KSA construction industry to 
recognise and use a blend of ICT and non-ICT based KM tools. It is advisable to 
use conventional, simple, low cost, and easy to use with minimum training 
needs KM techniques and technologies such as mentoring and on-the-job 
training strategies.   
 Knowledge in organisations is dynamic in nature and is dependent on social 
relationships between individuals for its creation, sharing, and use. Managers 
would continue to strive for productivity, innovation, profitability, and other 
competitive goals, but they would do so more effectively by harnessing the key 
knowledge assets.  
 Managing knowledge is an integrated and complex process. This involves 
social, cultural, financial, and technological considerations. Furthermore, the 
KSA construction industry needs to work more collaboratively with its 







models and use of collaborative knowledge sharing platforms, but also by a need 
to overcome shared risks and realise long-term outcomes.  
 More effective knowledge-sharing within and across construction organisations 
is also required. Business memory is lost as project teams break up toward the 
end of a project, or when people move on from short term contracts.  
Opportunities to reflect on lessons which could benefit future projects are 
missed in the KSA construction industry. Therefore, the KSA professional 
institutions and construction industry should support and participate in the work 
of knowledge-sharing groups to address perceived risks from new technologies 




Recommendations for KSA construction sector 
 
 To avoid brain-drain, KSA construction organisations need to develop and 
implement effective knowledge capture strategies aligned with their overall KM 
strategies.  Some of the knowledge capture strategies include: retaining the best 
people, mentoring and coaching, sharing best practices, sharing lessons learnt 
and documentation. 
 
 Strategically, tacit knowledge capture is critical when an issue of knowledge 
continuity arises or due to other concerns with groups and the organisation as a 
whole. Employee’s especially new hires are facing steeper, longer learning 
curves at the same time that construction organisations are looking for faster 
revenues and higher productivity. Therefore, there is a great need to develop 
systems that capture tacit knowledge more effectively in the KSA construction 
organisations.  
 
 The KSA construction organisations can benefit from developing a knowledge 
map or taxonomy that describes the knowledge critical for operations, skills 
required to perform the tasks, and individuals currently performing these critical 







mapping strategies is under implemented across the KSA construction 
organisations. This could be due to the fact that mapping of knowledge is in its 
infancy in the construction organisations. Therefore, there is an urgent need for 
developing and deploying industry wide knowledge mapping awareness 
programmes to improve understanding on the concept and benefits of mapping 
knowledge.  
 
 The organisation path to doing well by doing good has become the smart way to 
do business – only if organisations have the right knowledge and competencies 
required for it. Therefore, managing knowledge assets is essential to improve 
competitiveness in terms of economic (e.g. cost savings), social (e.g. employee 
relation), and environmental (e.g. waste reduction) value. The following were 
thought to be a prerequisite in establishing KM for improved competitiveness:   
o Ensure a strong link to the business imperatives: a KM strategy and 
process should visibly support business objectives. There should be a 
clear understanding of what knowledge is vital for an organisation’s 
future prosperity. 
o Assign a knowledge leader: a knowledge champion should be chosen 
with the support from top management. It should not be made a separate 
portfolio but the knowledge champion should encourage development of 
KM qualities in individuals throughout the organisation. 
o Develop a system of organisational knowledge processes: a framework 
and process for identifying, capturing and diffusing important knowledge 
in a structured way must be developed. Sources of information or 
knowledge carriers must be easily identifiable and accessible, whether in 







o Cultivate a knowledge capture and sharing culture: an organisational 
culture that empowers individuals supports networking and encourages 
knowledge capture and sharing across the enterprise and geographic 
boundaries. By involving employees from the beginning of the 
initiatives, the opportunity is created for them to develop an 
understanding of the importance as well as an increase in acceptance of 
such initiatives. 
o Develop techniques and a technological infrastructure: organisations 
need to have an infrastructure that supports collaboration of knowledge-
enabled workers as well as explicit knowledge databases. Encouraging 
knowledge capture through informal processes e.g. by developing 
communities of practice in which the members capture and share what 
they know about a specific discipline. 
o Provide training:  to enable an organisation’s personnel to appreciate the 
importance of KM and be aware of how this can be achieved from the 
point of view of their particular work. 
 
 
Recommendations for academics and researchers 
 
 The practical implication of this research is that the KM should not only focus 
on the specific knowledge to be captured, shared, mapped  and transferred 
between individuals but should also address strategic concerns at group and 
organisational levels. Therefore, construction organisations in the KSA must 
also hone in on these basic modern day truths and implement KM training 







 Training is an essential process that develops three dimensions of the knowledge 
of employees of the organisation that are competence, knowledge and 
exploitative knowledge. The study suggests that for effective implementation of 
KM strategies, there is an urgent need for KSA construction industry to develop 
and deploy appropriate KM related management training programme(s). The 
challenge, therefore, is for business schools and training consultants to bridge 
the wide gap in the market place. Continuing Professional Development (CPD) 
programme(s) and executive training programme(s) are valuable ways to raise 
KM awareness.  
 Leadership plays an important role in breaking down barriers in achieving KM 
goals – barriers such as tunnel vision, past practice, old ideas and cultural 
frameworks that together combine to discourage new visions of the future. 
Leadership is about preparing organisation with a KM vision and values that 
resonate with the team, employees, and key stakeholders. Therefore, there is an 
urgent need to develop and deliver a bespoke training framework to address, 
improve and measure the effectiveness of leadership skills for implementing 
KM related change initiatives in the KSA construction industry.   
 
11.5 FUTURE WORK  
 
This research study has revealed a number of areas for further research and 
development including the following areas: 
 It would be worthwhile to explore the differences between micro enterprises 
(organisation employee size less than 10), small and medium-sized enterprises’ 







employee size more than 250) approach to managing knowledge in the KSA 
construction organisations.  
 Future research is required to explore KM related training programmes for: 
capturing, mapping, sharing, effective use of KM tools and creating an 
appropriate culture for KM. Also, a theoretical conceptual framework could be 
developed to implement KM training strategies holistically which feeds into 
organizational strategy for improved competitiveness. 
 Given that the research reported in this thesis is largely exploratory by nature, 
the results presented here are only tentative and of limited value for the purpose 
of generalisability. Furthermore, findings of this research are limited to the KSA 
construction industry context only, as such, the level of generalisability outside 
this context may be very limited. However, Gulf Cooperation Council (GCC) 
countries that is similar to the study area, and hence the findings could apply to 
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Embedding knowledge management strategies in the Kingdom of 
Saudi Arabia construction industry 
 
Dear Potential Participant, 
 
My name is Hanouf Mansour Alosaimi and I am a research student at the University of Wolverhampton. 
As a part of my programme I am carrying out a study into how Kingdom of Saudi Arabia construction 
organisations are embedding knowledge management strategies for competitiveness. I would like to 
invite you to participate in the above research project, as you are possibly influential for the 
implementation of knowledge management strategies in your organisation. 
 
If you agree to participate you will be asked to: 
 
 Participate in an interview (of maximum 30 minute’s duration) with me to answer questions 
regarding how your organisation embeds KM strategies for improved competitiveness and what 
influences your organisation to do so. Questions will be topic specific and not of a personal nature, 
and you will not be asked to reveal any information which your organisation would regard as 
sensitive and not for public disclosure. You can choose not to answer questions. 
 Complete the attached consent form and return it to me. 
 
With your agreement, interviews will be tape recorded then transcribed onto a computer system.  You 
may review, edit or erase the transcripts and tape recordings of your interview if you wish to do so.  
Recordings will then be destroyed. Your responses will be treated as confidential and computer 
transcripts will not contain references to any persons (including yourself) or organisations.  Such 
references will be replaced by codes known only to me, and all data will be stored securely.  
 
Once completed a summary of results will be available at the conclusion of this research study. If you 
wish to obtain a copy of these results, please provide your contact details. Please note that all data 
gathered for this research will be stored securely and destroyed after the report has been submitted. 
Supervision team and I will be the only people who will have access to this data. 
 
Thank you for taking time to consider this invitation and if you choose to participate in this research. I 
would like to extend my personal gratitude; your contribution is greatly appreciated.  
       
   
 
Hanouf Mansour Alosaimi       
University of Wolverhampton 














Time of interview  
Name of organisation  
 
 Name of Interviewee  
 Position of Interviewee  
 Organisation’s total employee size  
  Please kindly tell me a little about what your current job role is in the organisation? 
 
  Can you describe the key drivers that have fuelled the need for managing knowledge in your 
organisation? 
 
  From the job role and responsibilities that you perform in this organisation, please, describe key 
knowledge management strategies that are currently being implemented in your organisation? 
 
  From the job role and responsibilities that you perform in this organisation, please, enlighten me on the 
current KM specific training strategies adopted in your organisation?  
 
  From the job role and responsibilities that you perform in this organisation, please, enlighten me on the 
future KM specific training strategies adopted in your organisations?  
 
  From the job role and responsibilities that you perform in this organisation, please, enlighten me key 
challenges your organisation face in implementing knowledge management initiatives? 
 








Thank you for your views on the above questions. I would also like to thank you for the time you have 
dedicated to this research. If you are interested to know the outcome of this research, it would be my 




















 I agree to participate in the above research project and give my consent freely. 
 
 I understand that the project will be conducted as described in the “Information Sheet”, a copy 
of which I have retained. 
 
 I understand that I can withdraw from the project at any time and do not have to give a reason 
for withdrawing. 
 
 I consent to participate in an interview with the researcher. 
 
 I understand that my personal information will remain confidential to the researcher. 
 
 I understand that my organization will not be identified either directly or indirectly. 
 
 I have had the opportunity to have questions answered to my satisfaction. 
 
Print Name: _________________________________  
 
 
Signature: ___________________________  Date: __________________ 
 
 







Phone Number: _______________________  
 
Fax Number: ____________________________ 
 
















A framework for managing knowledge in the KSA construction organisations  
 
  
Purpose of the interviews: 
The interview seeks to validate the developed framework for managing knowledge in 





 Name: ....................................……………………………………………….……… 
 Position / Area of expertise: …………………………………………….…… 
 Organisation: ……………………………………………………….…………  
 Date: ……………………………………………………….………………. 
  
Evaluation of the proposed framework: 
  
1.     What is your opinion on the comprehensiveness in terms of contents of the proposed 
framework? 
  
2.      In terms of logical flow of the Framework, What is your opinion? 
  
3.     What is your opinion on the subject covered by the proposed  framework? 
  
4.      In regards, to the understanding of the presented Framework, What is your opinion? 
  
5.     Do you have further comments/suggestions regarding any areas that need to be 
improved/included/deleted within the proposed framework? 
  
6.      Would you recommend the framework for use in the KSA construction organisations?  
  
 
 
 
 
